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Evaluation  ot  Women  in  the  Army 
(EW1TA) 

CHAPTER  1 
EXECUTIVE  SUMMARY 


★I. I.  PURPOSE.  To  determine  how  many  women  by  MOS  (specialty  for  of- 
ficers) and  grade  can  be  assigned  without  reducing  the  capability  of 
units  in  the  Anqy  to  accomplish  the  assigned  ground  combat  mission. 
This  assessment  is  essential  as  a prelude  to  decisions  to  substantial 
ly  Increase  the  number  of  women  In  the  Army.  The  evaluation  was  not 
constrained  by  current  assignment  policies  or  restrictions. 

*1.2.  BACKGROUND. 

♦1.2.1.  Evaluation  Team  Established.  The  Administration  Center  was 
tasked  to  accomplish  the  Evaluation  of  Women  in  the  Army  (EWITA)  by 
letter,  HQDA,  DAPE-MPE-CS,  dated  10  August  1977,  subject:  Directive 
for  Evaluation  of  Women  in  the  An ny  (EWITA).  Pursuant  to  this  tasking 
an  evaluation  team  was  established  at  the  Administration  Center  In 
August  1977.  The  organization  for  accomplishing  the  evaluation  Is 
reflected  In  Figure  1.1. 

♦1.2.2.  Steering  Commltee.  A steering  committee  was  established  to 
monitor  and  oversee  the  effort.  Members  are  listed  at  Appendix  G. 
During  the  conduct  of  the  evaluation  two  In-process  reviews  were  pre- 
sented, one  on  12  September  1977  and  the  other  on  5 December  1977. 

The  final  review  was  conducted  on  28  February  1978. 

♦1.2.3.  Evaluation  Criteria. 

♦1.2. 3.1  Original  Criteria.  Two  criteria  were  established  and  subse- 
quently approved  by  the  steering  committee  to  guide  the  evaluation 
effort:  a combat  exclusion  definition  and  an  accompanying  assumption 
statement. 


NOTE:  Teams  I and  III  were  responsible  for  data  collection,  augmented  as  neces- 
sary by  Team  II.  Team  II  developed  the  evaluation  methodology  and  plans  for 
data  reduction.  After  the  data  collection  effort,  the  teams  were  restructured 
to  accomplish  the  data  reduction  and  write  the  evaluation  report. 

Figure  1.1.  Organization  of  Directorate  for  Evaluation  of  Women  In  the  Am\y. 


1-2 


i 


1*2. 3. 2.  Variation  to  Original  Criteria.  While  developing  the 
methodology  for  the  evaluation,  the  evaluation  team  recognized  that 
the  combat  exclusion  definition  originally  established  was  ambiguous. 
It  became  apparent  that  one  of  the  recommendations  resulting  from  the 
evaluation  would  be  a new  combat  exclusion  definition.  In  order  to 
objectively  determine  which  units  and  MOS/specialties  should  be  closed 
to  females,  the  following  clarifying  consideration  was  added  to  the 
original  combat  exclusion  definition.  The  recommended  variation  was 
presented  to  the  steering  committee  at  the  5 December  1977  in-process 
review  and  was  approved  for  use  in  the  evaluation. 


o 


Can  the  weaponry  of  a unit 
only  be  fired  in  a non-llne- 
of-sight  (mechanically  aimed) 
Indirect  mode? 

If  yes,  unit  is  open  to  women. 


I i 


-*  r 
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ASSUMPTION  STATEMENT 

Women  can  be  assigned  to  any  MOS/ specialty  for  which 
they  are  qualified  and  to  any  position  or  unit  not 
directly  affected  by  the  combat  exclusion  definition. 
The  conbat  exclusion  definition  must  be  free  from 
ambiguity,  as  must  the  standards  for  MOS/specialty 
qualification. 
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♦1.2.4.  Evaluation  Issues. 

1.2. 4.1.  Original  Issues.  The  specific  issues  originally  identified 
for  consideration  in  the  evaluation  are  listed  in  Figure  1.2. 


Figure  1.2.  Original  Issues 


MAJOR  ISSUE 

SUBAREAS  OF  CONCERN 

Physical 

SI ze-Strength-Endurance/Stami na- 
Coordl nation- Reaction  to  Extreme  Environ- 

ments. 

Physiological 

Pregnancy/Lost  Time- 
Hygiene/Menses-Birth  Control- 
Stress. 

Mental 

Emotional ity-Motlvatlon-Sel f- Image- 
Aggressiveness. 

Social /Organizational 

Female  Leadership  Capablllty- 
Parenthood-broup  Work-Util Izatl on-Fra ter niza- 

tlon-Tralnlng  and  Education-Management  Tools. 

1.2. 4. 2.  Issues  Evaluated.  In  developing  the  evaluation  methodology 
and  analyzing  the  data,  the  issues  were  rearranged  as  indicated  in 
Figure  1.3.  Several  new  Issues  were  added  based  on  new  concerns  that 
surfaced. 


SUBAREAS  Of  CONCERN 


Physical 


Size-Strength-Urip-Arm  and 
Leg  Length-Endurance-Coordi nation 

Pregnancy/Lost  Time-Menses- 
Hygiene-Birth  Control-Profiles- 
Stress. 


Medical 


Psychological 


Emotionality-Aggressiveness- 
Toughness-Mechanical  Abil ity-Confidence- 
Self- Image. 

Fraternization-Female  Leadership 
Capability-*Male  Leadership 
Capabll ity-Motivation-*Intra- 
service  Marriage. 

Facil ities-Clothing  and  Equip- 
ment-Uti.  ation-Training  and  Educa- 
ti on- Sol e rarents-Recrui ti ng-Promo- 
tions-*Female  Warrant  0fficers-*L1mits 
on  Female  Content  in  Units. 


Social /Organizational 


Management 


Reserve  Components 


Reserve  Unique  Areas 


NOTE;  Subareas  with  an  asterisk!*)  are  significant  concerns 
that  surfaced  during  the  evaluation. 

Figure  1.3.  Arrangement  of  Issues  for  Evaluation 
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*1.3.  OBJECTIVES. 

\ ■>  ; 

♦ 1.3.1.  Original  UbJoctlvos.  Kour  objectives  were  est.ibl  ished  by  the 
initial  DA  tasking  letter  (Myure  1.4). 


I 


ORIGINAL  OBJECTIVES 

1.  Analyze  all  MOS  (specialty  for  officers),  excluding 
infantry,  armor,  and  cavalry,  currently  closed  to 
women  and  determine  if  they  should  be  opened  to 
women. 

2.  Analyze  Category  I units  to  identify  those  which 
could  or  should  be  open  to  women.  Establish 
appropriate  limits  on  female  content  by  MOS 
(specialty  for  officers),  grade  and  unit. 

3.  Reanalyze  Category  II  and  III  units  and  establish 
appropriate  limits  on  female  content  by  MOS 
(specialty  for  officers),  grade  and  unit. 

4.  Reanalyze  TDA  units  and  establish  appropriate  limits 
on  female  content  by  MOS  (specialty  for  officers), 
grade  and  unit. 


Figure  1.4.  Original  Objectives  - DA  Tasking  Directive 

♦1.3.2.  Changes  to  Objectives.  At  the  S December  1977  In-process 
review,  the  Administration  Center  Identified  problem  areas  and 
recommended  changes  to  the  original  objectives. 


s 


PROBLEM 

-Evaluation  team  unable  to  develop 
a methodology  for  placing  percent- 
age limits  on  TOE/TDA  units  by  MOS 
and  grade  based  on  ar\y  known  cri- 
teria, to  Include  collective  tasks. 


RECOMMENDATIONS 

-Cease  work  on  Objectives  3 and  4 as 
being  unrealistic  and  with  no  legal 
basis  for  applying  these  kinds  of 
judgments. 

-Pursue  revised  objectives.  
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♦1-3.3.  Revised  Objectives.  The  steering  committee  concurred  in  the 
above  recommendations  and  approved  the  revised  objectives  (Figure  l.t>) 
which  were  pursued  during  the  evaluation. 


REVISED  OBJECTIVES 

1.  Analyze  all  MOS  (specialties  for  officers),  excluding 
infantry,  armor  and  cavalry,  currently  closed  to 
women  and  determine  if  they  should  be  open  to  women. 

1.  Analyze  Category  I units  to  identify  those  which 
could  or  should  be  open  to  women. 

3.  Analyze  and  apply  force  management  procedures  to 
determine  the  total  number  of  interchangeable  po- 
sitions that  could  be  filled  by  women.  Calculate 
the  maximum  female  content  of  each  MOS  as  a result. 

4.  Analyze  all  other  factors  that  impact  on  the  utili- 
zation of  women  in  the  Army  and  formulate  appropri- 
ate recommendations. 


Figure  1.5.  Revised  Evaluation  Objectives 


★1.4.  SCOPE  AND  TACTICAL  CONTEXT. 

♦1.4.1.  Scope.  The  evaluation  was  designed  to  accomplish  a comprehen- 
sive review  of  the  entire  subject  of  Women  in  the  Army  (Figure  1.6). 


SCOPE  OF  PROJECT 

Examine  all  studies,  past  and  ongoing  policies,  procedures 
and  issues,  both  real  and  perceiveo. 

Examine  MOS,  mission  statements  and  functions  of  units 
In  light  of  the  combat  exclusion  definition. 

Administer  questionnaires,  conduct  Interviews  and  observe 
job  performance  in  Army  units  worldwide. 


Figure  1.6.  Scope  of  Evaluation  of  Women  in  the  Army 
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♦1.4.2.  Tactical  Context.  Tactical  considerations  were  accomplished 
as  indicated  befow: 

QUESTIONNAIRES  - Respondents  assessed  perceptions  of  female  capa- 
bilities under  conditions  of  both  peace  and  war. 

INTERVIEWS  - Interviewees  assessed  perceptions  of  female 

capabilities  under  conditions  of  both  peace  and 
war. 

FEMALE  ASSIGNMENT  LIMITS  - Recommended  limits  were  established 
after  considering  casualty  assessments  based  on 
a European  scenario. 

ASSESSMENT  OF  INDIVIDUAL  ISSUES  - The  impact  of  each  issue  was 
considered  under  conditions  of  both  peace  and 
war. 

★ 1.5.  EVALUATION  DESCRIPTION. 

S 

♦1.5.1.  Li terature  Search.  Simultaneous  with  administering  question- 
naires and  accomplishing  individual  interviews  in  Army  units  world- 
wide, a comprehensive  literature  search  was  conducted.  Published 
documents  applicable  to  the  utilization  of  women  under  a variety  Of 
circumstances  were  reviewed  ana  analyzed  by  team  members.  Available 
Information  from  these  sources  was  considered  along  with  data  gathered 
by  the  EWITA  team. 

♦1.5.2.  Survey  Questionnaires.  A total  of  7751  soldiers  responded  to 
the  survey  questionnaire  that  was  administered  as  a part  of  the  evalu- 
ation. Of  this  manber,  7384  were  completed  by  soldiers  In  the  59 
MOS/speclaltles  that  were  of  primary  concern  In  the  evaluation.  The 
questionnaire  data  provided  an  Insight  Into  the  attitudes  and  percep- 
tions of  the  soldiers  In  the  59  MOS/ spec laities  concerning  the  accept- 
ability and  capability  of  women  to  perform  In  these  MOS/speclaltles. 
The  59  MOS/speclaltles  selected  for  detailed  evaluation  were  those 
(less  Infantry,  armor,  and  armored  cavalry)  closed  to  females  when  the 
evaluation  began,  plus  nine  others  which  were  Identified  as  posing 
known  problems  for  women.  Questionnaires  were  administered  with  the 
intent  of  achieving  a 95%  level  of  confidence  that  the  responses  from 
the  soldiers  In  each  MOS/speclalty  were  typical  of  the  attitudes  and 
perceptions  of  all  personnel  In  that  MOS/speclalty. 
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1. it. 2.1.  inHsted  Personnel . Questionnaires  were  received  from  6054 
enlisted  personnel  in ~29  MOS  (1  able  1.1). 


MOS 

POSITION  TITLE 

SURVEY 

POPULATION 

Combat  Engineer 

1U327 

12C 

Bridge  Specialist 

1639 

12E 

Atomic  Demolition  Specialist 

629 

12Z 

Combat  Engineer  Senior  Sergeant 

567 

13B 

Cannon  Crewman 

19084 

13E 

Cannon  Fire  Direction  Specialist 

4378 

13W 

FA  Target  Senior  Sergeant 

4378 

13Y 

Cannon/Ml sslle  Senior  Sergeant 

587 

13Z 

Field  Artillery  Cannon  Sr  Sergeant 

160 

15B 

SERGEANT  Missile  Crewman 

19 

LANCE  Missile  Crewman 

1393 

PERSHING  Missile  Crewman 

1233 

15F 

HONEST  JOHN  Rocket  Crewman 

311 

15J 

LANCE/HONEST  JOHN  Opns/FIre 

Direction  Spec 

214 

16B 

HERCULES  Missile  Crewman 

1445 

16C 

HERCULES  Fire  Control  Crewman 

78U 

160 

HAWK  Missile  Crewman 

1925 

16E 

HAWK  Fire  Control  Crewman 

1226 

16P 

ADA  Short  Range  Missile  Crewman 

4634 

16R 

ADA  Short  Range  Gunnery  Crewman 

2849 

17K 

Ground  Surveillance  Radar  Crewman 

1855 

31M 

Multichannel  Communications  Equip 

Opr 

5565 

36C 

Telephone  Installer  & Lineman 

4412 

45K 

Tank  Turret  Repairman 

845 

55B 

Ammunition  Specialist 

1992 

63B 

Wheel  Vehicle  Mechanic 

10677 

67N 

Utility  Helicopter  Repairer 

3608 

76Y 

Unit/Organization  Supplyman 

17099 

82C 

Field  Artillery  Surveyer 

2602 

TOTALS 

106423 

NUMBER 

RESPONDENTS 


Table  1.1.  Summary  of  Questionnaires  Administered  by  Enlisted 
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1.5. 2. 3.  Warrant  Officers.  Questionnaires  were  received  from  314 
warrant  officers  1r.  17  MOS  (Table  1.3). 


MOS 

POSITION  TITLE 

SURVEY 

POPULATION 

NUMBER 

RESPONDENTS 

luuE 

Pilot,  AH- lb  (Cobra) 

512 

lUUb 

Pilot,  0H-5B  (Kiowa) 

357 

206 

lOUZ 

Pilot,  Non-standard  Aircraft 

14 

2uiA 

Meteorology  Technician 

— n 

— 

21 1A 

Field  Artillery  Radar  Tech 

36 

214E 

Field  Artillery  Msl  Sys  Tech 

PERSHlNb 

35 

32 

241F 

Field  Arty  Msl  Sys  Repair 

Tech,  PERSHlNb 

B 

214b 

Field  Artillery  Msl  Sys  Tech 

LANCE 

3 

221B 

Msl  Assembly  Tech,  NIKE 

IB 

222B 

AD  Msl  Fire  Control  Tech,  NIKE 

26 

223C 

AD  Msl  Sys  Tech,  HAWK 

17 

2230 

AO  Msl  Sys  Tech,  Improved 

HAWK 

73 

224B 

CHAPARRAL/VULCAN  Sys  Tech 

35 

76 

251B 

AD  Msl  Sys  Repair  Tech,  NIKE 

9 

2S1C 

AD  Msl  Sys  Repair  Tech,  HAWK 

5 

2510 

AD  Msl  Sys  Repair  Tech, 

Improved  HAWK 

19 

361A 

Fire  Distribution  Sys  Repair 

Tech 

11 

TOTALS 

1190 

314 

Table  1.3.  Summary  of  Questionnaires  Administered  by  Warrant 
Officer  MOS. 
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1.5. 2. 4.  Geographical  Distribution.  The  questionnaires  were 
administered  in  Army  units  in  CONUS,  Europe, 


and  Korea  (Table  1.4). 


GEOGRAPHICAL 

AREA 

RESPONDENTS  BY  GRADE 

TOTALS 

ENLISTED 

WARRANT 

OFFICER 

OFFICER 

NUMBER 

PERCENT 

CONUS 

(Includes 

Hawaii  & 

Alaska) 

560# 

23b 

949 

6796 

92% 

Europe 

431 

47 

54U 

7% 

Korea 

19 

9 

19 

47 

1% 

TOTALS 

6059 

309 

1015 

7383* 

100% 

NOTE:  Total  number  indicated  with  asterisk  (*)  is  one  less  than  total 
number  of  questi jnnalres  administered  due  to  missing  graoe^nformation 
on  one  questionnaire.  ^ 


Table  1.4.  Background  Summary  of  Questionnaire  Res 
Geographical  Area. 


ts  by 


♦ 1.5.3.  Interviews  with  Unit  Personnel.  In  addition  to  the  question- 
naires, a total  of  1421  Interviews  were  conducted  In  Army  units 
worldwide.  Interviews  were  conducted  one  on  one  by  personnel  assigned 
to  the  evaluation  team. 


INTERVIEW  PURPOSE 

To  assess  the  perceptions  and 
attitudes  of  unit  leaders  con- 
cerning the  assignment  of  fe- 
male soldiers  to  specific  units. 
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1.5. 3.1.  Interviews  were  conducted  with  preselected  supervisory 
4#  personnel  in  randomly  selected  units  within  Army  commands  worldwide 

(Table  1.5). 


DISCOM 

- 

BATTALION 

67 

DETACHMENT 

3 

TOTALS 

7u 

NUMBER  OF  PERSONNEL  INTERVIEWED 

CO  CDR 

PLAT 

LOR 

■rarefi 

PLAT  SGT/ 
SEC  SLT 

SR 

FEMALE 

OTHER 

OFF/NCO 

2 

- 

3 

2 

2 

2 

4 

3 

3 

8 

- 

4 

16 

13 

1U 

24  ♦ 

3 

34 

7 

11 

B 

12 

5 

10 

167 

237 

182 

311 

28 

165 

9 

10 

8 

22 

8 

13 

2U5 

274 

214 

379 

46 

228 

NOTE:  The  total  number  of  personnel  Interviewed  was  1421.  Due  to 
.Hissing  or  Incomplete  data  on  b Interview  forms,  the  above  totals 
equal  1416.  Detachment  Includes  responses  from  both  TOE  detachments 
and  all  TDA  units. 


Table  1.5.  Summary  of  Personnel  Interviewed. 
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1.5. 3. 2.  Personnel  interviewed  were  assigned  to  Army  units  in  CONUS, 
Europe,  Korea,  and  Panama  (Table  1.6). 


GEOGRAPHICAL 

AREA 

RESPONDENTS  BY  GRADE 

TOTALS 

ENLISTED 

WARRANT 

OFFICER 

OFFICER 

NUMBER 

PERCENT 

CONUS 
(includes 
Hawaii  & 
Alaska) 

419* 

9* 

351* 

781 

55% 

Europe 

248 

7 

175 

43U 

30% 

Korea 

73** 

2** 

49** 

125 

9% 

Panama 

53 

4 

28 

85 

6% 

TOTALS 

793*** 

22*** 

603*** 

1421 

100% 

NOTE:  Items  with  asterisk  (*,  **  and  ***)  do  not  total  781,  125  and 
1421  respectively  due  to  missing  grade  information  on  three  interview 
forms. 


Table  1.6.  Background  Summary  of  Personnel  Interviewed. 


♦1.5.4.  Other  Information  Sources.  In  addition  to  the  literature 
search,  questionnaires,  and  Interviews,  the  following  sources  were 
significant  to  the  evaluation: 


- Professional  judgment  of  panel  of  experts  on  physical 
capabilities  (Appendix  0). 


- Senior  officer  leadership  seminar  to  address  significant 
Issues  pertaining  to  women  in  the  Army. 


Panels  of  MCS/speclalty  qualified  personnel  to  review 
and  comment  on  MOS/speclalty  and  unit  closure  recommen- 
dations. 
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♦l.b.b.  Determination  of  MOS/Speclal ties  to  be  Closed.  In  order  to 
determine  MUS/speclal ties  to  be  closed  to  women  a GO-NO  GO  matrix 
(Figure  1./)  was  developed.  Hve  basic  sources  of  Information  were 
Identified  as  containing  key  factors  relevant  to  performance. 
Requirements  Identified  from  each  of  these  sources  were  evaluated 
against  four  specific  discriminating  factors.  This  was  the  basic 
approach  used  to  complete  the  matrix. 


Detailed  evaluation  by  evaluation  team  members  and 
outside  consultants. 


- Each  applicable  matrix  intersection  graded  GO  or  NO  (iO. 

- Any  NO  GO  was  analyzed  further  to  sifcstantlate. 

The  completed  matrix  documented  both  objective  and  subjective  bases  for  opening 
or  closing  an  HOS/special ty  to  women. 


COMBAT 

EXCLUSION 

DEFINITION 


NOTE:  The  determination  of  entries  in  the  blocks  with  an  asterisk  (*) 
was  based  on  data  contained  In  the  source  document.  The  determination 
of  the  entries  In  the  other  blocks  was  made  based  on  a comprehensive 
analysis  of  data  available,  coupled  with  the  professional  judgment  of 
the  evaluation  team. 


Figure  1.7.  Methodology  Matrix  to  Determine  MOS/Speclalty  Open  to 
Women. 


CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

GO/  * 

GO/ 

SOURCE  OF  MOS 
REQUIREMENTS 

1. 

AR  611-101 

AR  611-112 

AR  611-2U1 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

5. 

OTHER 

SOURCES 

♦1.5.6.  Determination  ot  Category  I Units  to  De  Closed.  Once  the 
MOS/ special  ties  opened  or  closed  to  women  were  determined,  the  assess- 
ment was  made  concerning  the  opening  or  closing  of  Category  I units. 
The  procedure  used  for  this  analysis  Is  reflected  In  Figure  1.8. 


SHOULD  UNIT  BE  OPEN  OR  CLOSED? 


1.  Define  unit  as  company,  battery  or  troop. 

2.  Identify  Category  I TOE  units. 

3.  Are  there  open  MOS/speclaltles  In  unit? 

HO  - UNIT  CLOSED 

YES  - UNIT  ANALYZED  FURTHER 

4.  Evaluate  unit  mission  and  capabilities 
against  the  combat  exclusion  definition. 

IF  CONFLICT  - UNIT  CLOSED 
IF  NO  CONFLICT  - UNIT  OPEN 


.Figure  1.8.  Methodology  for  Determining  Category  I Units 
Open  to  Women. 

♦1.5.7.  Determination  of  Maximum  Female  Content. 

1.5. 7.1.  Maximum  Female  Content  by  MOS.  After  determining  units  to 
be  closed,  the  maximum  number  of  male/female  Interchangeable  positions 
were  calculated.  These  maximum  figures  were  then  reduced  In  view  of 
career  progression  and  overseas  rotation  considerations  for  those  male 
soldiers  who  must  fill  MOS/speclaltles  within  the  closed  units  (Figure 
1.9). 


1.  IDENTIFY:  Total  MOS  authorized  positions  by  grade  for  each 

open  MOS/ specialty. 

2.  SUBTRACT:  Number  of  open  MOS/specialty  positions  by  grade 

in  closed  units. 

3.  RESULT:  Maximum  interchangeable  positions. 

/ * * 

4.  CONSIDER:  Positions  reserved  to  insure  male  career  progres- 

sion and  overseas  rotation  requirements  by  grade. 

5.  RESULT:  Maximum  number  of  positions  open  to  women  by 

MOS/specialty. 


Figure  1.9.  Methodology  for  Determining  Maximian  Number  of  Posi- 
tions Open  to  Women  by  MOS/ Specialty. 


1.5. 7. 2.  Combat  Losses  and  Other  Considerations.  The  methodology  in 
Figure  1.9  resulted  in  the  maximum  number  of  positions  open  to  women 
by  MOS/specialty.  Reduction  factors  were  then  applied  to  provide  tor 
reclassification  requirements  due  to  combat  losses  (based  on  a Europe- 
an scenario).  This  latter  reduction  resulted  In  the  theoretical  maxi- 
mum number  of  women  that  could  be  In  the  Army*  Other  factors  and 
known  constraints  were  then  considered  as  the  basis  for  arriving  at 
the  number  of  females  that  should  be  In  the  Army. 

♦1.5.8.  Issues  of  Significance  to  the  Army.  In  addition  to  the  areas 
dlscussecTabove,  the  evaluation  team  examined  in  detail  a number  of 
specific  Issues  that  were  known  or  perceived  to  be  problems  associated 
with  women  In  the  Army.  In  the  course  of  the  evaluation.  It  became 
apparent  that  some  of  the  Issues  were  legitimate  problems  or  con- 
straining factors  applicable  to  women  In  the  Army,  such  as  pregnancy 
and  clothing  and  equipment.  Others  were  problems  equally  applicable 
to  both  male  and  female  service  members,  such  as  the  sole  parent  and 
fraternization  Issues.  The  remaining  Issues  were  grouped  Into  three 
categories  for  examination:  those  of  concern  and  long  range  interest 
to  the  Army;  those  of  no  real  concern  and  that  should  not  be 
considered  In  the  future,  and  those  unique  to  the  Reserve  forces. 


★1.6.  JOR  FINDINGS  AND  RECOMMENDATIONS  BY  EVALUATION  08UECTIVE. 

♦ 1.6.1.  Analysis  of  MOS/Specialties. 

1.6.1. 1.  Findings: 

a.  Combat  exclusion  and  career  progression  considerations  should 

be  overriding  factors  In  determining  MOS/ spec laities  closed  to  women. 

\ 

1.  Based  primarily  on  the  combat  exclusion  policy,  but  supported 
by  other  factors,  20  enlisted  MOS,  1 warrant  officer  MOS,  and  4 
officer  specialties  were  closed  to  women  by  EWITA  analysis. 

2.  Based  on  career  progression  considerations,  17  enlisted  MOS,  1 
warrant  officer  MOS,  and  4 officer  specialties  were  closed  to  women  by 
EWITA  analysis. 

b.  There  Is  clear  evidence  that  certain  physical  capabilities  of 
men  are  greater  than  those  of  women. 

1.  The  current  lack  of  established  performance  standards,  unvali- 
dated critical  tasks,  and  the  absence  of  a system  for  measuring  poten- 
tial against  the  standards,  precludes  reliable  determination  of  the 
physical  capabilities  soldiers  of  either  sex  must  possess  to  do  the 
job. 

2.  Based  on  experience  and  documented  evidence,  female  Incumbents 
in  certain  MOS  cannot  perform  all  of  the  physically  demanding  tasks. 

There  are  14  MOS  recently  opened  to  women  with  physically  demanding 
tasks  and  a resulting  high  probability  that  the  average  woman  will  not 
succeed  in  the  job.  The  Arity  cannot  be  assured  of  accomplishing  the 
ground  combat  mission  If  women  are  randomly  accessed  into  positions 
with  physically  demanding  tasks  exceeding  their  capabilities. 

c.  The  elements  that  make  up  the  various  Army  weapons  systems  are 
not  well  defined.  It  Is  difficult  to  determine  where  the  crewing  or 
operating  of  a weapon  system  ends  and  the  crewing  or  operating  of  a 
related  or  supporting  system  begins. 

1.6.1. 2.  Recommendations: 

a.  That  the  MOS/speclaltles  listed  at  Figure  1.10,  which  were  closed 
at  the  beginning  of  the  evaluation,  be  opened  to  women.  Based  on  EWITA 
analysis,  there  Is  no  basis  for  closing  these  MOS/speclaltles. 


Figure  1.10.  Recommended  Opening  of  Closed  MOS/Speclaltles 


-RG57 

SSI  MOS/SSI  TITLE 

MOS  MOS  TITLE 

Officer 

Warrant  Officer 

14A  AD  Off,  General 

201 A Metereology  Tech 

14C  Nike  Hercules  Msl  AD  Off 

211A  Tgt  Acq  Radar  Tech 

14D  Hawk  Msl  AD  Off 

214E  Msl  Sys  Tech,  Pershing 

14E  Safeguard  Bal  Msl,  AD  Off 

214G  Msl  Sys  Tech,  Lance 

14F  Guided  Msl  Sys  Off 

221B  Msl  Sys  Teclf,  Nike 

14G  AD  Cmd  & Con  Off 

222B  Msl  Fire  Con  Tech,' Nike 

223B  Msl  Sys  Tech,  Improved 

Hawk 

Enlisted 

82C  FA  Surveyor 

13U  FA  Tgt  Acq  Sr  SGT 

13Z  FA  Sr  SGT 

b.  That  using  combat  exclusion  as  the  overriding  factor  and 
supported  by  other  considerations  as  Indicated,  the  MOS/specialties 
listed  at  Figure  1.11  be  closed  to  women. 


MOS/ 

SSI 

MOS  TITLE 

SUPPORtlNG  BASIS  FOR  CLOSING 

CURRENT 

STATUS 

CAREER 

PROGRESSION 

PHYSICAL 

CAPA- 

BILITIES 

ATTITUDES/ 

PERCEPTIONS 

OFFICER 

13A 

Cannon  FA  Off 

X 

Closed 

14B 

SHORAD  Off 

X 

Cl osed 

21A 

Cbt  Engr  Off 

Cl osed 

2 IB 

Constr  Engr  Off 

Open 

WARRANT  OFFICER 

lOUE 

Atk  Hel  Pilot 

Cl osed 

ENLISTED 

12B 

Cbt  Engr 

X 

X 

X 

Closed 

12C 

Bridge  Crewman 

X 

X 

X 

Closed 

12E 

Adm  Spec 

X 

X 

X 

Closed 

12Z 

Cbt  Engr  Sr  Sgt 

X 

Cl osed 

13B 

Cannon  Crewman 

X 

X 

Cl osed 

13E 

Cannon  FD/FS  Spec 

X 

X 

Cl osed 

13F 

Fire  Spt  Spec 

Closed 

16F 

Lt  AD  Crewman  (RC) 

Cl osed 

16P 

AD  Short  Rng  Nsl 

Crewman 

X 

X 

Closed 

16R 

AD  Short  Rng  bun 

Crewman 

X 

X 

Cl osed 

17B 

FA  Radar  Crewman 

X 

Open 

17C 

FA  Tgt  Acq  Spec 

X 

Open 

17K 

Grd  Surv  Radar 

Crewman 

X 

X 

Cl osed 

SIB 

Carpenter 

X 

X 

Open 

51C 

Structures  Spec 

X 

X 

Open 

51H 

Constr  Foreman 

Open 

SIN 

Water  Supply  Spec 

X 

X 

Open 

SIR 

Electrician 

X 

Open 

54C 

Smoke/Flame  Spec 

(RC) 

Open 

OOB 

Diver 

X 

Open 

Figure  1.11.  MOS/Specialty  Closed  by  Combat  Exclusion  Definition. 
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c.  That  using  career  progression  as  the  overriding  factor  and 
supported  by  other  considerations  as  Indicated,  the  MOS/ spec laities  at 
Figure  1.12  be  closed  to  wowen. 


MOS/ 

SSI 

MOS  TITLE 

SuWWTIng  6A5IST6R  Cl6S1ng 

CURRENT 

STATUS 

PHYSICAL 

CAPABILITY 

ATTITUDES/ 

PERCEPTIONS 

OFFICER 

13B 

Lt  Msl  FA  Off 

Open 

13C 

Hvy  Msl  FA  Off 

Open 

130 

FA  Tgt  Acq  Off 

Open 

13E 

FA  Off,  Gen 

Open 

WARRANT  OFFICER 

224B 

Chap/Vul  Sys  Tech 

X 

Cl osed 

ENLISTED 

13Y 

Cannon/Msl  Sr  Sgt 

X 

Open 

15F 

Honest  John  Crevnan 

X 

Open 

17M 

Unattnd  Gnd  Sensor  Sp 

Open 

24M 

Vul/FAAR  Sys  Mech 

Open 

24N 

Chapparal  Sys  Mech 

Open 

45R 

Msl  Tk  Turret  Mech 

Open 

51A 

Constr  Util  Worker 

Open 

5 ID 

Mason 

Open 

51G 

Soils  Analyst 

Open 

5 IK 

Pliaaber 

Open 

620 

Asphalt  Equip  Op 

Open 

62E 

Crawler  Tractor  Op 

X 

■ 

Open 

62G 

Quarr-yaan 

X 

Open 

62H 

Cone  Paving  Equip  Op 

X 

Open 

62J 

Gen  Constr  Mach  Op 

X 

Open 

62K 

Grader  Op 

Open 

62L 

Wheeled  Tractor  Op 

Open 

Figure  1.12.  MOS/Speclalty  Closed  for  Career  Progression. 
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d.  That  using  physical  capabilities  of  women  as  the  primary 
factor  and  supported  by  attitudes  and  perceptions  as  indicated,  the 
MOS/ spec laities  listed  at  Figure  1.13  be  closed  to  further  input 
pending  validation  of  physical  job  requirements  and  development  of 
testing  capability  at  time  of  enlistment. 


X. 


ATTITUDES/PERCEPTIONS 

STATUS 

ENLISTED 

150 

Lance  Msl* Crewman 

X 

Open 

15E 

Pershing  Msl  Crewman 

X 

Open 

15J 

Lance  Opns/FD  Spec 

Open 

16B 

Hercules  Msl  Crewman 

X 

Open 

16C 

Hercules  Fire  Con  Crewman 

Open 

160 

Hawk  Msl  Crewman 

X 

Open 

16E 

Hawk  Fire  Con  Crewman 

X 

Open 

21G 

Pershing  Elec  Mat  Sp 

Open 

31M 

Multi-Chan  Comm  Equip  Op 

X 

Open 

36C 

Tel  Installer-Lineman 

X 

Open 

51M 

Firefighter 

X 

Open 

55B 

Ammo  Spec 

X 

Open 

67N 

Util  Hel  Repairer 

X 

Open 

»3F 

FA  Met  Crewman 

Open 

Figure  1.13.  MOS/Speclalty  Closed  for  Physical  Capabilities. 

e.  That  when  a gender  free  system  for  measuring  potential  Is 
developed  and  Implemented,  MOS/speclaltles  closed  to  women  due  to 
physical  capability  considerations  be  opened  to  personnel  who  qualify. 

f.  That  a coordinated  effort  be  Initiated  by  the  proponents  of 
MOS/speclaltles  In  HQDA,  TRADOC,  and  FORSCOM  to  establish  and  validate 
performance  standards  for  all  MOS/speclaltles. 

g.  That  a more  precise  description  of  what  constitutes  crewing  or 
operating  a weapon  system  be  developed  for  current  and  future  applica- 
tion of  the  combat  exclusion  definition. 


h.  That  officer  specialties  13B  and  13C  be  opened  to  women  as 
field  artillery  officer  management  Is  able  to  Insure  officer  career 
progression  Is  possible  up  either  or  both  of  those  two  separate 
tracks,  missile  field  artillery  and  cannon  field  artillery. 
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♦1.6.2.  Analysis  of  Category  I Units.  (The  criteria  for  the  analysis 
was  the  combat  exclusion  definition  applied  against  the  mission  and 
capabilities  statements,  basic  weaponry,  and  the  employment  doctrine 


of  company  level  units.) 


1.6. 2.1.  Findings. 


a.  The  combat  exclusion  definition  applied  against  the  normal 
battlefield  deployment  of  TOE  units  provides  a valid  basis  for  closing 
units  to  women.  As  doctrine  changes  new  judgments  must  be  made. 


b.  The  doctrine  pertaining  to  the  deployment  of  the  Personnel  Ad- 
ministration Center  (PAC)  In  maneuver  battalions  Is  not  yet  approved. 
Until  It  Is,  analysis  cannot  be  made  concerning  the  opening  or  closing 
of  these  elements  to  women. 


c.  The  Category  1,  II,  and  III  designations  for  TOE  units  have  no 
consistent,  supportable  foundations  as  a basis  for  assignment 
criteria. 


1.6. 2. 2.  Recommendations.  (Although  the  evaluation  Included  an  anal 
ysls  of  all  Category  1 units,  recommendations  only  address  conflicts 
between  analysis  results  and  the  units  opened  by  the  20  December  1977 
combat  exclusion  definition.) 


a.  That  the  Category  I units  listed  at  Figure  1.14,  that  were 
continued  closed  by  DA  2u  Dec  77,  decision  be  opened.  Analysis  dis- 
closed no  conflict  between  the  mission  of  these  units  and  the  combat 
exclusion  definition,  battlefield  deployment  considerations,  nor 
established  doctrine. 


b.  That  the  Category  I units  listed  In  Figure  1.15  that  were 
opened  to  women  by  DA  20  Dec  77  decision  be  closed  for  the  reasons 
Indicated. 


c.  That  when  the  doctrine  Is  approved  for  the  battlefield  loca- 
tion of  maneuver  battalion  PAC's,  the  headquarters  companies  and 
troops  of  these  units  be  reevaluated  to  determine  If  PAC  positions 
should  be  open  to  women,  and  thus  open  the  unit. 

d.  That  the  Army  discontinue  the  use  of  Category  I.  II  and  III 
designations  as  a basis  for  assignment  considerations. 
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Figure  1.15.  Recommended  Closing  of  Categoty  I Units  (opened  by  DA 
20  Dec  77). 


♦1.6.3.  Force  Management  Considerations.  Inherent  In  the  evaluation 
tasking  was  the  requirement  to  identify  the  nunber  of  positions  that 
could  be  filled  by  MOS/speclalty  qualified  women  and  recommend  to  the 
Army  maximum  female  content  by  TOE. 

1.6. 3.1.  FI ndlngs. 

a.  The  theoretical  maximum  nunber  of  positions  that  could  be 
filled  by  women  considering  the  current  force  structure  Is  reflected 
In  Table  1.7. 
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NUMBER  OF  POSITIONS 

TYPE  POSITION 

OFFICERS 

WARRANT 

OFFICERS 

ENLISTED 

FORCE  STRUCTURE 
(Ml  nus) 

73.7UU 

12,600 

589,200 

CLOSED  POSITIONS 
(Equals) 

19,bUU 

3,100 

261, 7UU 

INTERCHANGEABLE  POSITIONS 
(Ml nus) 

54,100 

9,5oo 

327,500 

PROMOTION/ROTATION  DECREMENT 
(Equals) 

5,7UU 

900 

47,700 

OPEN  POSITIONS 
(Minus) 

48,400 

8,600 

279,800 

CASUALTY  RECLASS  RQMTS 
(Equals) 

0 

0 

120,100 

THEORETICAL  MAXIMUM 

FEMALE  CONTENT 

48,400 

8,600 

159,700 

TABLE  1.7.  Theoretical  Maximum  Female  Content  Considering  Current 
Force  Structure. 


b.  Significant  management  proolems  are  associated  with  reaching  a 
total  of  159,700  women  by  1983,  such  as  housing,  clothing  and 
equipment,  pregnancy,  forcing  males  out  of  currently  held  MOS,  and 
other  job  equity  considerations. 

c.  The  female  content  In  loo  of  the  585  open  MOS  (established  by 
EWITA  analysis)  Is  limited  by  career  progression  and/or  rotation 
considerations. 

d.  In  117  of  the  BBS  open  MOS  (established  by  EWITA  analysis)  the 
positions  are  lout  Interchangeable.  In  order  to  reach  a 159, 7o0 
female  enlisted  force,  the  117  MOS  would  have  to  be  closed  to  men  and 
the  male  Incumbents  reclassified.  In  addition,  the  male  content  of 
the  remaining  open  MOS  would  have  to  be  closely  managed.  Considering 
this  and  other  known  constraints,  the  celling  of  159, 7u0  should  not  be 
Interpreted  as  more  than  a theoretical  and  thus  unrealistic  maximum. 
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e.  The  estimate  of  the  number  of  qualified  females  available  to 
the  Army  ranges  from  approximately  18,UUU  to  22,UUU  per  year.  Acces- 
sion of  more  than  2u,uuu  women  annually  in  the  next  five  years  would 
require  a reevaluation  of  enlistment  standards  for  women  and  Increase 
the  probability  of  having  to  lower  accession  standards.  Based  on  the 
assumption  that  current  female  entrance  standards  will  be  maintained, 
the  projected  female  end  strength  by  1983  would  not  exceed  75.UU0. 

f.  Based  on  FY  74-77  data,  the  attrition  rate  for  females  that 
are  not  high  school  graduates  ranges  from  55%  to  7U%.  This  is  sub- 
stantially higher  than  the  40%  to  5o%  attrition  rate  for  males  that 
are  not  high  school  graduates. 

g.  Officer  accessions  are  based  solely  on  end  strength  require- 
ments for  officers  within  the  combat  arms,  combat  support  and  combat 
service  support  branches.  The  current  system  of  accessing  officers  is 
geared  to  meet  these  requirements  on  an  equal  basis  from  the  three 
sources  of  officer  input-USMA,  ROTC,  and  OCS.  Recruitment  for 
officers  within  the  medical  specialties  is  based  on  requirements 
within  each  specialty  regardless  of  gender. 

h.  The  current  system  permits  additional  emphasis  to  be  placed  on 
procurement  of  women  into  the  different  officer  programs  as 
necessary.  The  system  precludes  a significant  and  sudden  Increase  in 
the  number  of  female  officers. 


i.  There  currently  Is  a limited  number  of  female  warrant  officers 
and  the  number  Is  not  likely  to  appreciably  Increase  In  the  next  two 
to  three  years.  For  the  increase  to  occur  there  must  first  be  an 
Increase  in  the  number  of  women  in  the  senior  noncommissioned  officer 
ranks  that  feed  the  warrant  officer  MOS. 


j.  In  view  of  available  data,  there  is  no  need  to  place  limits  on 
number  of  women  assigned  to  Army  units. 

1.6. 3. 2.  Recommendati ons. 

a.  That  femalfe  entrance  standards  not  be  lowered. 

b.  That  personnel  managers  concentrate  on  an  equitable 
distribution  of  those  women  In  the  Any,  rather  than  on  the 
establishment  of  limits. 


c.  That  the  new  accession  quota  system  be  used  only  to  control 
the  maximum  female  content  by  MUS  and  to  fence  only  those  positions 
that  must  be  filled  by  men. 

d.  That  the  current  system  for  accessing  officers  continue. 

e.  That  the  Army  not  force  feed  women  into  the  warrant  officer 
ranks.  Appoint  personnel  on  a gender  free  basis  as  technical 
qualifications  are  met. 

f.  That  the  Army  test  the  hypothesis  that  supply  and  demand  will 
eliminate  the  requirement  for  placing  limits  on  the  female  content  of 
units. 

g.  That  the  Army  not  exceed  75,uoo  enlisted  women  by  FY  1983 
(Table  1.8). 

h.  That  Impact  of  the  Army's  female  enlisted  force  be  reevaluated 
upon  reaching  8U,UUU. 


CATEGORY 

FEMALE  PI 

3SITI0NS 

NUMBER 

"FECTiT 

THEORETICAL  MAXIMUM  NUMBER 

159, 7uu 

27% 

REASONABLE  LIMIT 

8U.0U0 

14% 

ACHIEYABLE  (RECOMMENDED) 

75.UUO 

13% 

TABLE  1.8.  Recommended  Enlisted  Female  Content  of  Force  Structure 
(FY  83). 

♦1.6.4,  Issues  Significant  to  Women  in  the  Army. 

Four  Issues  considered  In  the  evaluation  emerged  as  having 
critically  significant  Impact  on  the  accession  and  Integration  of 
women;  l.e.,  pregnancy,  physical  capabilities,  overseas  housing,  and 
field  uniforms  and  equipment. 
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1.6. 4.1.  Pregnancy 
a.  Findings. 


1.  The  issue  of  pregnancy  is  perceived  by  the  Army  In  the  field 

as  the  greatest  impediment  to  thp  full  integration  of  women  In  the 
Army.  t 

i T 

2.  The  average  lost  time  for  a pregnant  woman  carrying  to  full 
term  Is  21  weeks,  compared  to  the  10  weeks  considered  "normal11  by  the 
Army. 

3.  During  FY  76,  12  percent  of  the  total  number  of  enlisted  women 
on  active  duty  became  pregnant.  In  FY  77  the  percentage  was  lb.  In 
FY  77,  39  percent  of  the  pregnant  women  carried  to  full  term,  an 
Increase  of  6 percent  over  FY  76. 

4.  Because  of  this  Issue,  commanders  face  problems  associated 
with  operational  readiness,  deployability  of  unit  members,  field 
training  and  morale.  They  must  decide  on  an  Individual  basis  how  to 
meet  these  commitments  with  pregnant  women  assigned. 

b.  In  general,  unit  leaders  do  not  cope  well  with  the  entire 
pregnancy  Issue.  In  many  cases  the  women  do  not  pull  their  share  of 
extra  duty,  are  exempted  from  field  duty,  draw  full  pay  and  allowances 
without  earning  them,  and  are  not  required  to  maintain  minimum  dress 
standards.  Morale  of  other  soldiers  Is  lowered  by  the  real  or 
perceived  Inequitable  treatment. 

6.  Based  on  available  Information,  the  current  policy  of  the  Anqy 
concerning  pregnancy  cases  Is  not  cost  effective. 

b.  Recommendations. 


1.  That  the  following  policy  regarding  pregnant  women  be 
Impl emented. 

(a)  That  one  of  two  options  be  offered: 

(1)  Involuntary  separation  upon  detenal nation  by  competent 
medical  authority  that  due  to  pregnancy  she  Is  no  longer  deployable. 

(2)  Absence  without  pay  (except  medical  care)  upon  the  seme 
pregnancy  determination  that  she  Is  no  longer  deplqyable.  The  absence 
without  pay  will  commence  upon  exhaustion  of  accrued  leave. 
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2.  In  the  event  pregnancy  terminates  prior  to  the  birth  ot  a 
viable  child,  or  the  child  does  not  survive,  the  service  woman  no 
longer  tails  under  the  above  provisions. 

(a)  It  she  is  in  an  absence  without  pay  status,  this  will  oe 
terminated  and  she  will  be  returned  to  duty  when  physically  able,  as 
determined  by  competent  medical  authority. 

(b)  If  not  able  to  return  to  duty  for  medical  reasons,  she  will 
be  discharged  or  retired  under  applicable  regulations. 

3.  If  the  absence  without  pay  option  Is  selected,  before  the 
service  member  can  return  to  duty  she  must  show  evidence  that  she  is 
physically  fit,  and  that  formal  child  care  arrangements  (notarized 
statement  by  the  natural  and  substitute  parentis))  have  been  made  to 
permit  her  assignment  or  deployment  to  an  area  where  dependents  are 
not  authorized. 

1.6. 4. 2.  Physical  Capabilities. 

a.  Findings. 

1.  Women  do  not  have  the  same  job  relevant  physical  capabilities 
as  men  and  this  Is  perceived  as  a major  problem  by  personnel  A ray 
wide. 

2.  Physical  strength  capabilities  of  women  can,  however,  be 
improved  through  conditioning. 

3.  It  appears  that  when  tests  of  physical  strength  have  been 
standardized  and  physical  requirements  by  MOS  firmly  established,  a 
gender  free  system  can  be  Implemented.  If  this  Is  achieved, 
complaints  regarding  the  MOS  qualifications  of  women  will  be  reduced 
significantly. 

b.  Recommendations. 

1.  That  OA  establish  specific  strength  requirements  by  MOS. 

2.  That  tests  be  developed  and  administered  at  AFEES  to  determine 
the  strength  potential  of  enlistees  prior  to  actual  enlistment 

3.  That  the  Army  Include  In  MOS  training  and  SQT's  tests  of 
physical  capabilities  to  perform  the  critical  tasks  of  MOS  and  skill 
level. 
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1.6. 4. 3.  Overseas  Housing. 

a.  FI ndings. 

1.  Much  of  the  current  ml 1 1 tary  housing  overseas  Is  not  adaptable 
to  coed  living. 

2.  The  substandard.  Isolated  sites  manned  by  air  defense  units 
pose  particularly  critical  problems  with  regard  to  the  Integration  of 
women  Into  the  organization. 

b.  Recommendations. 

1.  That  the  Army  provide  for  a one  time  allocation  of  funds  to 
modify  or  build  overseas  housing  that  will  provide  coed  facilities 
which  guarantee  necessary  privacy  to  soldiers. 

2.  That  the  further  assignment  of  women  to  units  with  Isolated 
duty  sites  be  suspended  until  renovation  and  modification  Is 
completed. 

1.6. 4. 4.  Field  Uniforms  and  Equipment. 

a.  FI ndings. 

1.  Problems  associated  with  field  uniforms  and  equipment  for 
women  are  In  various  stages  of  being  solved.  Until  the  Issues  are 
resolved,  women  will  find  field  duty  to  be  more  difficult  and 
uncomfortable  than  It  otherwise  would  be. 

2.  Any  sudden  Increase  In  the  number  of  women  In  the  Army  without 
sufficient  lead  time  to  Insure  availability  of  clothing  and  equipment 
will  create  critical  clothing  shortages. 

b.  Recommendations. 

1.  That  future  Items  of  clothing/equipment  be  designed/engineered 
for  the  average  soldier  without  regard  to  sex  when  possible. 

2.  That  the  designs  of  Items  currently  under  development 
be  reviewed  and  that  the  Issue  of  new  designs  to  the  field  be 
accelerated. 

♦1.6.5.  Issues  Applicable  to  Both  Sexes. 

Several  of  the  Issues  that  emerged  as  significant  concerns  to  the 
Army  In  the  field  are  not  unique  to  women.  Although  these  Issues  have 
been  made  more  visible  by  Increasing  nuabers  of  women  In  the  Army, 
they  ere  most  appropriately  addressed  as  Army  problems  Involving  both 
male  and  female  soldiers. 
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1.6. 5.1.  Leadership. 

a.  Findings. 

2?)f^nir‘^e;s°vs,s^s*heTt., 

i.'«r;MuLfpe“(«rX»!"  e,*,uat,on- cma™  *•  “'"v  »f «"  w 

nroKiaiic^fn  increasing  number  of  women  In  the  Army  has  posed  new 
V?  m?1e  and  fema1e  officers  and  noncommissioned  officers 
training?  forei9n  t0  the1r  Personal  and  professional  experience  and 

3.  Many  of  the  problems  associated  with  leading  and  manaalna 

SSf^JSTfT*  H the  current  attitudes  and  perceptions  con? 
cerning  the  ability  of  women  to  be  functional  members  of  the  team. 

b.  Recommendations. 

1.  That  the  programs  of  instruction  of  TRADOC  professional 

2naoe?iartcoSs?d?Mt?IIta1n  a,.fe9"ent  of  instruction  on  leadership  and 
managerial  considerations  pertinent  to  women  In  the  Army  to  Include* 

physjo1°3y;  ««le  reaction  to  women  soldiers 
?a*?rs’  Policies  concerning  assignment  opportunities  and 
AnnyriCt  °"S;  a"d  S°Cla1  re1at1onsh1Ps  between  men  and  women  in  the 

, human  relations  Instruction  give  added  emphasis  to 

relationships  between  soldiers  of  opposite  sex?  P t0 

, J*  .That  w0^n  receive  Instruction  In  basic  tactics  and  techniques 
or  living  In  the  field  through  officer  and  noncommissioned  officer 
training  programs,  as  well  as  through  unit  training  programs. 

1.6. 5. 2.  Sole  Parents. 

a.  Findings. 

Arow1*.  MnII^U9h  there  are  ?ore  "®n  than  W0l"en  sole  parents  In  the 
parents. h*9h6r  percenta9e  of  tte  female  soldier  population  Is  sole 

™!!ecir;£  Mra?^,s2,risaB:iS  <. 


1-32 


( 

N 


un|que  problems  associated  with  their  particular 
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b.  Recommendations. 
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*•  Findings. 
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b.  Recommendations. 

I.  Ilwt  l)A  ilHInc  uii«icci*|)t(il> 1 1*  I raternlza tion. 

That  workable,  legally  defensible  guidelines  be  established 
which  can  be  practically  applied  at  all  levels  by  both  the  chain  of 
command  and  Individual  soldiers. 

1.6. 5.4.  Intra-Service  Marriage. 

a.  Findings. 

1.  If  children  are  involved,  the  findings  expressed  for  sole 
parents  apply  (paragraph  l.b.S.2.a). 

2.  If  the  female  service  member  becomes  pregnant,  the  findings 
expressed  for  pregnancy  apply  (paragraph  1.6.4.1.a). 

3.  Indications  are  that  the  number  of  intra- service  marriages 
will  Increase  as  the  female  strength  of  the  Army  rises. 

b.  Recommendations. 

1.  That  when  both  members  are  on  active  duty  and  the  wife  becomes 
pregnant,  she  be  offered  the  same  two  options  described  for  pregnant 
women  (paragraph  1.6.4.1.b.  above). 

2.  That  if  the  absence  without  pay  option  Is  selected  following 
birth  of  the  child  the  couple  must  either: 

(a)  Elect  separation  of  one  of  the  service  members.  If  the  wife 
Is  to  remain  on  active  duty,  she  must  show  she  Is  physically  fit. 

(b)  Or,  provide  evidence  that  formal  child  care  arrangements  (no- 
tarized statement  by  the  natural  and  substitute  parent(s))  have  been 
made,  leaving  both  service  members  free  for  assignment  or  deployment 
to  an  area  where  dependents  are  not  authorized. 

1.6. 5. 5.  Utilization. 

a.  Findings. 

1.  The  problem  of  utilization  of  female  soldiers  does  not  appear 
to  be  appreciably  greater  than  that  associated  with  male  soldiers. 

2.  The  perceptions  and  attitudes  of  the  female  soldiers  based  on 
Interview  results  are  that  they  want  to  be  full  participants  In 
competing  for  and  doing  the  work  of  the  Army  In  the  field. 
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1.  That  any  future  study  of  utilization  be  oriented  to  both 
sexes. 

2.  That  there  be  no  distinction  regarding  assignment,  duty 
responsibilities,  award  criteria  or  performance  evaluation  based 
solely  on  sexual  differences  between  men  and  women  soldiers,  except 
where  validated  physiological  differences  between  the  sexes  result  In 
Army  policies  which  prescribe  specific  adjustments  or  restrictions. 
This  must  not  be  construed  to  mean  different  entrance  requirements  for 
a single  MOS. 

1.6. 5. 6.  Job  Descriptions. 

a.  Findings. 

1.  Adequate  qualification  tests  for  psychological  and  physical 
abilities  and  capabilities  do  not  currently  exist. 

2.  Many  of  the  current  job  descriptions  are  vague.  Incomplete  and 
do  not  specify  the  Individual  requirements  that  must  be  met  In  terms 
of  measurable  qualities  and  capacities. 

b.  Recommendations. 

1.  That  an  appropriately  staffed  temporary  board  be  established 
to  determine  total  specifications  of  job  descriptions  for  each  MOS  and 
specialty,  to  Include  physical  requirements. 

2.  That  once  the  above  Is  accomplished  the  AR  611  series  be 
updated  and  revisions  be  published  In  a language  soldiers  can 
understand. 

3.  That  as  new  jobs  and/or  equipment  systaas  are  created,  ' 
descriptions  be  based  on  a standard  and  constant  set  of  criteria 
covering  the  full  range  of  performance. 

♦ 1.6.6.  Other  Issues. 

Other  Issues  considered  In  the  evaluation  were  either  areas  of 
concern  to  the  field  based  on  questionnaire  and  Interview  responses 
and  substantiated  by  a limited  literature  search,  or  were  viewed  as 
Insignificant  relative  to  the  subject  of  Women  In  the  Anty. 

1.6.6. 1.  Findings. 

»•  Stress,  Self-Image.  Emotionality  end  Aggressiveness.  These 
•re  areas  perceived  as  problems.  Questionnaire  and  interview  data 
support  that  perception  as  does  a limited  literature  search. 
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b.  Hygiene/Menses.  Male  supervisors  need  a better  understanding 
of  the  female  menstrual  cycle  and  its  effects.  If  properly  trained 
and  provided  with  the  necessary  supplies  and  equipment  peculiar  to 
female  needs,  women  should  be  as  capable  as  men  in  coping  with  field 
sanitation  and  hygiene  problems. 

c.  Issues  of  Little  Concern.  The  following  issues  appear  to  have 
no  significant  bearing  on  the  utilization  or  deployment  of  women  in 
the  Army,  nor  In  their  capabilities  to  meet  the  requirements  of  their 
MOS/ spec laity: 

Coordination  Promotions 

Confidence  Mechanical  Ability 

Teamwork  Foreign  Armies'  Utilization  of  Women 

1.6. 6. 2.  Recommendations. 

a.  That  the  areas  of  stress,  self-image,  emotionality  and  ag- 
gressiveness, plus  male  reaction  to  female  presence  and  leadership  be 
subjected  to  careful  study  by  qualified  professionals. 

b.  That  emphasis  be  placed  on  the  education  of  female  soldiers  In 
field  sanitation  and  that  male  leaders  be  made  more  aware  of  female 
hygiene  requirements. 

c.  That  the  Office  of  the  Surgeon  General  review  and  evaluate  the 
sanitation/hygiene  needs  of  female  soldiers  in  a field  environment. 

d.  That  the  issues  of  little  concern  discussed  in  paragraph 
l.b.b.l.c.  not  be  considered  germane  to  the  study  of  women  and  that 
the  Army  sponsor  no  further  studies  in  this  context. 

l^l»7.  Recommendations  for  Follow-on  Action.  Based  on  a full  con- 
sideration of  the  entire  evaluation  and  of  the  perspectives  gained, 
the  following  recommendations  are  made: 

♦1.7.1.  That  a permanent  task  force  be  established  at  the  U.S.  Army 
Administration  Center  for  the  purpose  of  updating  and  maintaining  a 
data  base  to  facilitate  future  decisions  on  the  utilization  and 
deployment  of  women  In  the  Army. 

♦1.7.2.  That  as  a follow-on  to  the  WITA  evaluation,  the  Administration 
Center,  In  behalf  of  Headquarters,  Department  of  the  Army,  evaluate 
the  b-year  research,  test,  studies,  and  evaluation  plans  of  all  DA 
agencies  and  provide  recommendations  based  on  WITA  findings. 
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♦1.7.3.  That  the  revised  combat  exclusion  definition  which  evolved 
during  the  WITA  evaluation  be  considered  for  use  In  future  analyses  of 
positions  and  units  to  be  opened  or  closed  to  women: 


Women  will  be  excluded  from  units*  and  positions  which 
have  as  their  primary  mission  or  function  crewing  or 
operating  direct  or  Indirect  fire  weapons  (other  than 
field  artillery  and  air  defense  missiles  fired  In  the 
non  llne-of-slght  mechanically  aimed  mode). 


*For  the  purpose  of  the  WITA  evaluation,  unit  was 
defined  as  a company  size  or  smaller  organization. 


CHAPTER  2 


EVALUATION  DETAILS  AND  RESULTS 


2.1.  INTRODUCTION. 

2.1.1.  Purpose.  To  determine  how  many  women  by  MOS  (specialty  for 
officers)  and  grade  can  be  assigned  without  reducing  the  capability  of 
units  In  the  Army  to  accomplish  the  assigned  ground  combat  mission. 

2.1.2.  Objectives. 

2. 1.2.1.  After  analyzing  the  four  objectives  assigned  by  the  original 
Department  of  Army  tasking  letter.  It  was  concluded  that  two  of  the 
objectives  could  not  be  accomplished.  The  evaluation  team  was  unable 
to  develop  a methodology  for  placing  percentage  limits  on  Category  II, 
Category  III,  and  TDA  units  by  MOS  and  grade. 

2. 1.2. 2.  At  the  In-process  review  on  5 December  1977,  the  evaluation 
team  recommended  that  work  cease  on  objectives  3 and  4.  In  the  pro- 
fessional opinion  of  the  team  the  objectives  as  stated  were  unrealis- 
tic and  there  was  no  legal  basis  for  applying  the  judgments  required. 
The  steering  committee  accepted  the  recommendation  and  approved  these 
revised  objectives: 


REVISED  OBJECTIVES 

OBJECTIVE  1.  Analyze  all  MOS  (specialties  for  officers), 
excluding  Infantry,  armor,  and  cavalry  currently  closed  to 
women  and  determine  If  they  should  be  open  to  women. 

OBJECTIVE  2.  Analyze  Category  I units  to  Identify  those 
which  could  or  should  be  open  to  women. 

OBJECTIVE  3.  Analyze  and  apply  force  management  proce- 
dures  to  determine  the  total  maaber  of  Interchangeable 
positions  that  could  be  filled  by  women.  Calculate  the 
maximal  female  content  of  each  MOS  as  a result. 

OBJECTIVE  4.  Analyze  all  other  factors  that  Impact 
on  the  utilization  of  women  In  the  Army  end  formulate 
appropriate  recommendations. 


2.1.3.  background. 

2. 1.3.1.  Description  ot  Evaluation  Concept. 

a*  Basic  Guidelines.  The  evaluation  was  essentially  designed  to 
Pul1  together  all  past  and  present  efforts  regarding  the  utilization 
of  women,  determine  the  validity  of  current  data,  identify  any  unex- 
plored areas,  and  go  out  and  observe  the  Amy  in  the  field  as  a pre- 
lude to  presenting  findings,  conclusions,  and  recommendations  that 
might  result  In  decisions  to  substantially  Increase  the  number  of 
vomen  In  the  Amy.  The  evaluation  was  not  constrained  by  current  poli- 
cies or  procedures. 

b.  Establishment  of  Issues.  Based  on  a detailed  review  of  avail- 
able literature  on  women  in  the  Amy  and  in  other  fields  of  employ- 
ment, the  expertise  and  professional  judgment  of  evaluation  team  mem- 
bers, and  recommendations  from  other  members  of  the  Amy,  a number  of 
Issues  or  areas  of  concern,  as  related  to  the  performance  of  women, 
were  Identified.  These  Issues  were  used  as  the  basis  for  the  assess- 
ments made  In  virtually  every  area  of  the  evaluation.  The  Issues 
originally  Identified  were  combined  with  those  that  surfaced  during 
the  evaluation.  The  categorizations  of  the  issues  that  emerged  were: 


PHYSICAL  - Including  the  capabilities  and  limi- 

tations of  women  in  the  area  of:  Size, 
Strength,  Grip,  Arm  and  Leg  Length, 
Endurance,  and  Coordination. 

Including  Pregnancy/Lost  Time,  Menses 
Hygiene,  Birth  Control,  Profiles,  Stress. 

Including  Emotionality,  Aggressiveness, 
Toughness,  Mechanical  Ability,  Confi- 
dence, Self-Image. 

Including  Fraternization,  Female,  Lead- 
ership Capabilities,  *Male  Leadership 
Capabilities,  Motivation,  Mntraservlce 
Marriage. 

MANAGEMENT  - Including  Facilities,  Clothing  and  Equip- 

ment, Utilization,  Training  and  Education, 
Sole  Parents,  Recruiting,  Promotions,  ♦Fe- 
male Warrant  Officers,  *Un1t  Limits  on  Fe- 
male Assignments. 

RESERVE  COMPONENTS  - Including  Reserve  Unique  Areas. 


MEDICAL  - 
PSYCHOLOGICAL  - 

SOCIAL/ORGANIZATIONAL  - 


NOTE:  Issues  with  asterisk  (*)  were  added  during  the  evaluation. 
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c»  Combat  Exclusion  Consideration.  In  view  of  the  expressed  will 
of  Congress  that  women  not  be  assigned  to  positions  with  a direct 
involvement  in  the  waging  of  combat,  a combat  exclusion  definition  was 
established  to  guide  the  evaluation  effort. 


COMBAT  EXCLUSION  DEFINITION 

Women  will  be  excluded  from  positions  which  have  as 
their  primary  function  the  crewing  or  operation  of 
direct  and  indirect  fire  weapons. 


1.  The  following  assumption  statement  was  developed  for  use  along 
with  the  combat  exclusion  definition. 


ASSUMPTION  STATEMENT 

Women  can  be  assigned  to  any  MOS/specialty  for  which 
they  are  qualified  and  to  any  position  or  unit  not 
directly  affected  by  the  combat  exclusion  definition. 
The  combat  exclusion  definition  roust  be  free  from 
ambiguity,  so  must  the  standards  for  MOS/specialty 
qualification. 


2.  As  the  evaluation  methodology  evolved.  It  became  apparent  that 
the  combat  exclusion  definition,  as  stated,  was  ambiguous  and  that  If 
strictly  applied  automatically  precluded  the  assignment  of  women  to 
all  units  #1 th  Indirect  fire  weapons.  The  evaluation  team  concluded 
that  It  was  desirable  to  make  a detailed  analysis  of  these  type  units, 
thereby,  either  establishing  a firm  basis  for  the  exclusion  of  women 
or  Identifying  why  there  chauld  be  no  such  exclusion.  The  team 
recognized  that  based  on  the  intent  of  Congress,  and  the  apparent  will 
of  the  nation  concerning  the  use  of  woiweo-ln  a direct  combatant  role, 
their  assignment  to  certain  units  with  Indirect  T1;*s~ weapons  was  Inap- 
propriate. Based  on  these  considerations  the  following  qualifying 
statement  was  developed  for  use  with  the  combat  exclusion  definition  "" 
for  the  purposes  of  the  evaluation.  The  steering  committee  approved 
the  variation  at  the  In-process  review  on  5 December  1977. 


Can  the  weaponry  of  a unit 
only  be  fired  In  a non-llne- 
of-slght  (mechanically  aimed) 
Indirect  mode? 

If  yes,  unit  Is  open  to  women. 


2. 1.3.2.  Authority  for  Evaluation.  The  evaluation  was  conducted 
pursuant  to  Department  of  the  Army  letter,  DAPE-MPE-CS,  dated 

lu  August  1977,  subject:  Directive  for  Evaluation  of  Women  in  the 
Army  (EWITA).  A copy  of  the  tasking  letter  is  included  at  Appendix  F. 

2.2.  EXECUTION. 

2.2.1.  Evaluation  Events. 

2. 2. 1.1.  Literature  Search.  A thorough  literature  search  was  vital 
to  the  evaluation  effort.  Under  normal  circumstances  such  a search 
would  occur  as  a prelude  to  the  development  of  survey  instruments. 

Due  to  the  constraints  of  time,  the  literature  search  occurred  simul- 
taneously with  other  evaluation  events. 

2.2. 1.2.  Questionnaires. 

a.  A questionnaire  was  developed  to  assess  the  attitudes  and  per- 
ceptions of  personnel  in  59  MOS/ spec laities  (less  infantry,  armor  and 
armored  cavalry)  closed  to  females  when  the  evaluation  began,  plus  9 
others  which  were  identified  as  posing  known  problems  to  women.  Ques- 
tionnaire respondents  made  their  responses  based  on  their  judgment  as 
to  the  capability  of  women  to  perform  in  the  given  MOS/ specialty. 

This  judgment  was  reflected  in  responses  to  some  26  separate  ques- 
tions. The  questionnaire  responses  were  used  in  the  detailed  evalua- 
tion under  objective  1 and  as  appropriate  under  the  Issues  addressed 
in  objective  4. 

k*  A t0Jf1  7751  Questionnaires  were  administered  In  Army  units 
worldwide.  Of  this  nunber  7384  were  directed  to  personnel  In  the  59 
MOS/ spec laities  of  primary  concern  to  the  evaluation.  The  sample  size 
selected  for  each  MOS/speclalty  was  based  on  an  Intent  to  achieve  a 
951  level  of  confidence  that  responses  received  reflected  the  atti- 
tudes and  perceptions  of  personnel  within  that  MOS/speclalty. 

c.  Summaries  of  the  background  data  and  responses  for  each  group 
of  respondents  by  MOS/speclalty  are  Included  at  Annex  4,  Appendix  A-l. 

A detailed  discussion  of  the  questionnaire  Is  Included  at  Annexes  1,  2 
and  3,  Appendix  B. 

c.2  '.3.  Interviews. 

a.  A tot*!  of  1421  Interviews  was  conducted  with  personnel  in 
selected  Army  unit,  >foHdwirfe  to  gather  the  attitudes  and  perceptions 
of  unit  leaders  concerning  . e capability  of  women  to  perform  In  their 
unit.  Personnel  Interviewed  were  required  to  respond  to  essentially 
the  same  Issues  as  the  questionnaire  respondents.  The  Interviews  were 
all  accomplished  one  on  one  by  members  of  the  evaluation  team. 


tasks  that  all  soldiers  must  be  able  to  perform.  See  Annex  3, 
Appendix  A-l  for  a discussion  of  the  methodology  for  applying  results 
of  the  panel  to  the  MOS  analysis. 


2.  The  job  descriptions  and  critical  tasks  for  the  112  MOS  were 
prepared  by  TRADOC.  While  the  information  was  not  considered  final  or 
completely  valid  at  this  point,  it  was  nevertheless  the  best  data 
currently  available. 

3.  The  panel  understood  that  based  on  the  type  information  used 
to  make  the  assessment,  scientific  precision  would  not  be  possible. 

4.  A detailed  discussion  of  the  panel  results  is  included  at 
Appendix  D.  It  is  the  judgment  of  the  evaluation  team  that  given  the 
limitations,  the  panel  results  represent  the  best  data  available  today 
and  Is  sufficiently  sound  to  be  used  In  making  reasonable  decisions 
about  specific  Array  jobs. 

b.  Leadership  Seminar.  On  24-27  January  197b,  a Senior  Officer 
Leadership  Seminar  was  hosted  by  the  Administration  Center  at  Lees- 
burg, Virginia.  This  seminar  addressed  and  provided  Insights  into 
Issues  that  had  surfaced  during  the  evaluation.  The  results  of  the 
seminar  were  published  and  provided  to  DA,  DCSPER  and  other  addressees 
under  separate  cover.  The  results  of  the  seminar  were  considered  by 
the  evaluation  team  in  arriving  at  final  findings  and  recommendations 
on  the  various  issues. 

c.  Panel  of  MOS/Specialty  Qualified  Personnel.  On  16  February 
1978,  after  the  evaluation  team  had  completed  the  determination  of 
which  MOS/ spec laities  were  to  be  closed  and  which  Category  I units 
were  to  be  opened,  a group  of  MOS/speclalty  qualified  personnel  from 
several  of  the  TRADOC  schools  convened  at  the  Administration  Center  to 
review  and  comment  on  the  results.  The  evaluation  team  considered  and 
Included  the  remarks  of  these  MOS/ specialty  representatives  In  the 
report,  as  appropriate. 

d.  Professional  Judgment  of  Evaluation  Team  Applying  Consensus 
Techniques.  The  final  recommendations  concerning  the  opening  or  clos- 
ing of  various  MOS/ spec laities  and  Category  I units  was  presented  to 
the  entire  evaluation  team  for  concurrence.  The  comments  of  dissent- 
ing tew  member(s)  were  Included  In  the  analysis  of  that  particular 
MOS/speclalty  or  unit. 

2.3.  EVALUATION  RESULTS  AND  RECOMMENDATIONS. 
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2.3.1.  Objective  1.  Analyze  all  MOS  (specialities  for  officers),  excluding 
Infantry,  armor  and  cavalry,  currently  closed  to  women  and  determine  If 
they  should  be  opened  to  women. 


2. 3. 1.1.  Methodolog 


a.  Ueneral . The  concept  of  evaluation  is  to  compare  documented 
job  requirements  with  those  factors  that  differentiate  men  from  women. 
The  methodology  for  making  this  comparison,  as  well  as  selection  of 
MOS/ spec laities  to  be  analyzed,  evolved  over  the  period  of  the  study. 


b.  Identification  of  MOS/ Special  ties  to  be  Analyzed.  Objective  1 
remained  constant  throughout  the  study.  However  the  number  of 
MOS/speclaltles  examined  was  expanded  to  Include  some  which  were  open 
to  women  but  Identified  as  being  potential  problem  areas  for  women. 
Although,  some  of  the  originally  closed  MOS/speclaltles  were  opened  by 
OA  decision  of  20  December  1977,  they  were  retained  for  study. 


1.  MOS/speclaltles  not  considered  (in  agreement  with  the  objec- 
tive statement)  are: 


Officer 


Enl 1 sted 


11  series 


11B,C,Z 


j 
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MOS/SSI  AND  TITLE 

MOS  AND  TITLE 

OFFICER 

WARRANT  OFFICER 

13A  Cannon  FA  Oft 

100E  Atk  Hel  Pilot 

13B  Lt  Msl  FA  Off 

100G  Pilot,  OH-58 

13C  Hvy  Msl  FA  Off 

100Z  Pilot,  Non-Std  Acft 

130  Tgt  Acq  Off 

201  Met  Tech 

14A  ADA  Off,  General 

211A  FA  Radar  Tech 

14B  SHORAD  Off 

214E  Pershing  FA  Msl  Sys  Tech 

14C  Nike  Hercules  Msl  ADA  Off 

214G  Lance  FA  Msl  Sys  Tech 

140  Hawk  Msl  ADA  Off 

221B  Msl  Assy  Tech,  Nike  ADA  Msl 

14E  Safeguard  Bal  Msl  ADA  Off 

222B  Fire  Con  Tech,  Nike  ADA  Msl 

14F  Guided  Msl  Sys  Off 

224B  Chaparral  Vulcan  Tech 

14G  ADA  Cmd  a Con  Off 

ENLISTED 

ENLISTED 

12B  Cbt  Engr 

15E  Pershing  Msl  Crewman 

12C  Bridge  Crewman 

15F  Honest  John  Rkt  Crewman 

12E  ADM  Spec 

15J  Lance/Honest  John  Opns/Fire  Dir  Spec 

12Z  Cbt  Engr  Sr  Sgt 

16B  Hercules  Msl  Crewman 

13B  Cannon  Crewman 

16C  Hercules  Fire  Con  Crewman 

13E  Cannon  FD/FS  Spec 

16D  Hawk  Msl  Crewman 

13F  Fire  Spt  Spec 

16E  Hawk  Fire  Con  Crewman 

13W  FA  Tgt  Acq  Sr  Sgt 

16P  ADA  Short  Rng  Msl  Crewman 

13Y  Cannon/ Msl  Sr  Sgt 

16R  ADA  Short  Rng  Gun  Crewman 

13Z  FA  Sr  Sgt 

17K  Gnd  Surv  Radar  Crewman 

15D  Lance  Msl  Crewman 

87C  FA  Surveyor 

Figure  2. 3. 1.1.  Closed  MOS/SSI  as  of  September  1977. 
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3.  Prior  to  conducting  the  field  survey  the  study  group  expanded 
its  analysis  to  other  MOS/specialties  for  which  some  doubt  existed 
about  the  capability  of  women  to  effectively  perform  the  job.  The 
MOS/specialties  in  Figure  2. 3. 1.2  were  added. 


OFFICER 

15A  Avn  Off  Gen 
25A  Cbt  Sig  Off 
ENLISTED 

31M  Multichan  Comm  Equip  Op 
36C  Tel  Installer  A Lineman 
45K  Tk  Turret  Repairman 
63B  Wheel  Veh  Mech 
67N  Util  Hel  Repairer 
76Y  Unit/Org  Supplyman 


Figure  2. 3. 1.2.  Open  MOS/SSI  Added  to  Analysis. 

4.  Additional  enlisted  MOS  determined  by  TRADOC  to  be  above  the 
baseline  physical  training  standards  were  added.  That  Is.  the  job  was 
Identified  as  having  critical  tasks  which  require  physical  capabili- 
ties beyond  that  necessary  to  accomplish  six  common  soldiering  tasks. 
(These  tasks  are  8km  road  march,  entrenchment  dig,  75  meter  rush,  7b 
meter  crawl,  lift  and  carry,  and  grenade  throw.)  Analysis  of  these 
additional  MOS  was  to  Identify  potential  problems  with  the  accession 
of  large  numbers  of  women  Into  these  MOS  prior  to  development  of  the 
ability  to  determine  physical  ability  at  the  AFEES.  These  additional 
MOS  are  listed  In  Annex  1,  Appendix  A-l. 
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c.  Method  for  Evaluating  Whether  Women  Should  be  Included  or 
Excluded  From  an  MOS/ Spec laltyT^ 

1.  Before  a job  can  be  opened  to  women  It  must  be  shown  that 
there  Is  no  conflict  with  the  combat  exclusion  definition  or  normal 
career  progression,  that  the  physical  requirements  can  be  performed  by 
an  adequate  percentage  of  women  in  the  Anqy  and  that  the  opinions  and 
attitudes  of  the  men  and  women  already  In  the  jobs  are  not  strongly 
opposed  to  women  on  essential  Issues.  The  opinions  and  attitudes 
would  not.  In  themselves,  be  a basis  for  closure  of  an  MOS/speclalty* 
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2.  The  above  determinations  are  illustrated  by  use  of  a matrix 
(example  shown  in  Figure  2. 3. 1.3).  The  left  hand  column  represents  the 
sources  of  job  descriptions/ requirements,  and  the  horizontal  row 
represents  the  discriminating  factors.  Analysis  results  are  Indicated 
by  recording  "GO"  or  "NO  GO"  in  each  block.  A detailed  discussion  of 
the  matrix  completion  process  is  contained  in  Annex  2,  Appendix  A-l. 

d.  Discriminating  Factors. 

1.  The  combat  exclusion  definition  (CEO)  established  at  the 
beginning  of  the  study  is: 


Women  will  be  excluded  from  positions  which 
have  as  their  primary  function  the  crewing  or 
operating  of  direct  or  indirect  fire  weapons. 


2.  Inherent  in  the  tasking  for  this  study  Is  the  requirement  to 
challenge  the  above  CED.  The  challenge  was  made  according  to  the 
following  rationale: 

(a)  The  intent  of  the  CED  Is  not  clearly  established.  Is  the 
intent  to  maintain  women  In  positions  of  safety  or  to  keep  them  from 
offensive  action  toward  the  enemy,  or  something  else? 

(b)  A clear  definition  of  what  constitutes  crewing  or  operating 
direct  or  Indirect  fire  weapons  Is  not  established.  For  example,  are 
forward  observers  part  of  the  Indirect  fire  weapons  system? 

(c)  It  Is  the  consenus  of  the  EWITA  study  group  that  the 
underlying  Intent  of  the  CEO  Is  twofold: 

To  preclude  women  from  participating  In  direct 
combat  as  a primary  function. 

To  preclude  placing  women  in  units/ positions  where 
there  Is  the  likelihood  of  exposure  to  enemy 
ground  attack  at  or  near  the  FEBA. 


In  this  context,  serving  In  ADA  Indirect  fire  mediua  and  high  altitude 
missile  units  and  FA  missile  units  Is  not  considered  direct  combat  and 
also  does  not  constitute  high  probability  of  sustaining  enemy  ground 
attacks. 
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EVALUATION  OF 


CURRENTLY:  OPENQ  CLOSED  □ 


RECOMMENDATION:  OPEN  □ CLOSE  □ 


SOURCE  OF  MOS 
REQUIREMENTS 

DTSUR1MI HATING  FACTORS 

A B C D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

(jjjj 

2.  CRITICAL 

TASK 

§jj§§§§| 

3.  PHYSICAL 
REQUIREMENTS 

ill 

mm 

4.  FIELD  SURVEY 
OPINIONS 

5.  OTHER 

SOURCES 

8iliM 

DISCUSSION: 


RECOMMENDATION: 


Figure  2.3.I.3.  MATRIX  Used  for  MOS  Analysis. 
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(d)  Crewing  of  weapons  is  further  defined  as  being  assigned  to  a 
position  involving  the  loading,  aiming  or  firing  of  the  weapon.  That 
the  weapon  is  intended  for  the  purpose  of  being  effectively  fired  at 
enemy  targets  is  accepted.  This  adds  the  need  to  aim  the  weapon  as  a 
valid  requirement.  A position  that  has  a primary  function  of  observ- 
ing targets  and  directing  accurate  fire,  such  as  the  Artillery  Fire 
Direction  Specialist  (13F),  is  then  considered  essential  to  the 
artillery  weapon  system  and  a participant  in  "operating"  the  weapon. 

(e)  Based  on  the  above,  the  following  revised  CED  was  used  for 
the  evaluation: 

Women  will  be  excluded  from  units*  and  positions  which 
have  as  their  primary  mission  or  function  crewing  or 
operat  ng  direct  or  indirect  fire  weapons  (other  than 
those  field  artillery  and  air  defense  missiles  fired  In 
the  non-line  of  sight  mechanically  aimed  mode). 

*Units  are  defined  as  company  size  or  smaller. 


(f)  Statements  in  the  AR  611  series,  soldiers  manuals,  task 
lists,  TM's,  FM's,  or  ARTEP's  which  establish  primary  functions  in 
conflict  with  the  above  CED  are  basis  for  closure  of  an  MOS/ spec laity. 

3*  Career  progression  Is  also  a key  discriminator.  An  MOS  that 
feeds  into  another  MOS  which  Is  closed  on  the  merits  of  its  own  job 
requl rements  must  also  be  closed.  In  this  regard,  feeding  a closed 
MOS  prior  to  the  E9  level  is  considered  a basis  for  closure  of  en- 
listed MOS.  A two  part  analysis  of  career  progression  considerations 
was  made: 

(a)  First,  the  career  progression  chart  for  the  career  management 
field  In  the  AR  611  series  was  used  to  identify  the  MOS/ spec laities 
that  are  obviously  constrained. 

(b)  Next,  results  of  objective  3 were  analyzed  to  determine  If 
there  was  additional  basis  for  MOS  closure  In  MOS/speclaltles  with 
few.  If  ar\y,  positions  available  to  women. 

Physical  Capabllltles/Llmltatlons.  One  part  of  the  analysis 
of  plyslcal  capabilities  and  limitations  was  a comparison  of  the  phys- 
1 cal /phy si ol ogl cal /anthropometrl c requirements  of  each  MOS  as  de- 
scribed by  TRADOC  against  the  capabilities  of  women  to  accomplish 
them.  A panel  of  experts  was  assembled  to  make  these  determinations 
(Appendix  D). 

(a)  Ideally,  the  requirements  of  each  MOS  would  be  specified,  and 
a reliable  and  valid  test  developed  to  measure  an  Individual's 
capabilities  against  requirements,  prior  to  assignment  to  that  MOS. 
Unfortunately,  totally  accurate  lists  of  MOS  requirements  do  not  yet 
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exist.  Neither,  is  there  a test  to  adequately  measure  individual 
capabilities  against  even  the  most  critical  MOS  skills.  In  the  ab- 
sence of  these  tests  EWITA  developed  a method  to  make  use  of  the  oata 
currently  available.  The  critical  MOS  requirements  were  compared 
against  the  best  available  descriptive  data  of  women  being  Inducted 
into  the  Army  to  roughly  estimate  the  percentage  who  could  perform  the 
requirements  of  an  MOS,  given  random  assignment. 

(b)  EWITA  needed  to  determine  what  percentage  of  MOS  Incumbents 
the  Army  can  accept  who  can  not  do  the  job  without  degrading  its 
combat  effectiveness  below  the  current  state.  A detailed  discussion 
of  the  methodology  used  to  determine  this  percentage  is  In  Annex  3, 
Appendix  A-l. 

(c)  EWITA  made  the  assumption  that  7u-8u  percent  of  MOS  incun- 
bents  must  be  able  to  perform  all  critical  MOS  tasks  effectively. 

Based  on  this  assumption,  EWITA  determined  that  If  75  percent  or  more 
of  the  women  being  Inducted  into  the  Army  at  any  given  time  could 
perform  the  critical  tasks  of  an  MOS,  that  MOS  should  not  be  closed  to 
women  based  on  physical/physiological/anthropometrlc  requirements  of 
the  MOS.  This  criteria  was  applied  after  the  panel  of  experts 
(Appendix  D)  estimated  the  percentage  of  women  who  could  perform  the 
physical  tasks  as  described  by  TRADOC.  It  should  be  noted  that  the 
physical  task  lists  provided  were  a first  cut  and  much  work  Is  needed 
to  establish  their  validity. 

(d)  Field  opinions  were  obtained  by  questionnaires  administered 
to  randomly  selected  personnel  In  the  MOS/SSI  listed  In  Figures 

2. 3. 1.1  and  2. 3. 1.2.  Six  of  the  questions  dealt  with  physical  Issues, 
i.e.,  strength,  arm  and  leg  length,  hand  grip,  endurance,  coordination 
and  size.  Strong  negative  attitudes  In  these  Issues  were  considered 
Important  In  the  analysis  of  physical  capability  to  perform  In  an  MOS. 

5.  Other  Factors.  Attitudes  and  perceptions  of  personnel  serving 
In  the  MOs/sSl  were  used  to  confirm  or  challenge  the  findings  on  the 
previously  discussed  primary  discriminators.  They  also  Identified 
other  factors  which  are  pertinent,  and  described  an  overview  of  the 
attitude  of  the  majority  of  soldiers  about  the  ability  of  women  to 
perform  In  the  MOS/SSI.  In  this  regard  the  following  additional 
Issues  from  the  questionnaire  were  considered  In  ti.e  analysis:  overall 
capability  of  women  to  do  the  job,  skills,  mechanical  abilities, 
toughness,  self-image,  stress,  emotional  control,  and  leadership. 

6.  Analysis  of  Warrant  Officer  and  Officer  MOS/SSI. 

(a)  General.  For  both  officers  and  warrant  officers  there  Is  an 
absence  of  task  lists.  Career  progression  concepts  by  career  manage- 
ment field  are  also  less  definitive  than  for  enlisted  personnel. 
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(b)  Warrant  Officers.  The  primary  concern  with  warrant  officers, 
other  than  pilots,  is  the  shortage  in  the  NCO  grades  of  the  enlisted 
source  MOS.  Determination  of  the  primary  enlisted  career  field  source 
for  respective  warrant  officer  MOS  and  analysis  of  the  open  or  closed 
status  of  those  sources  is  the  basis  for  establishing  a 00  or  NO  GO 
for  career  progression.  This,  supported  by  the  attitudes  and 
perceptions  of  incumbents  surveyed,  is  the  primary  basis  for  the 
recommendations. 


(c)  Officers.  In  the  absence  of  clear  data,  other  than  AR  611- 
101  and  attltudinal  input,  it  was  established  by  EWITA  team  members 
that  at  the  junior  officer  level  (company  grade),  officers  must  be 
able  to  set  an  example  in  physical  capabilities  and  task  performance 
abilities  comparable  to  those  prescribed  for  enlisted  personnel  in 
those  MOS.  As  an  example,  the  cannon  field  artillery  officer  must  be 
able  to  effectively  lead  by  example  enlisted  personnel  in  MOS  13B,  13E 
and  13F.  Closure  of  those  enlisted  MOS  indicates  closure  of  the 
corresponding  officer  SSI. 


7.  Responsibility  for  Analysis.  All  MOS/SSI  were  assigned  to 
members  of  the  EWITA  team  based  on  their  particular  branch  and 
background. 


8.  Review  Panels. 


(a)  All  EWITA  team  members  participated  in  a review  process  to 
establish  consensus  and  minority  views  on  all  MOS/SSI  in  Figures 
2. 3. 1.1  and  2. 3. 1.2.  The  team  also  reviewed  those  MOS/SSI  from  the 
above  baseline  list  (Annex  1,  Appendix  A-l)  for  which  closure  was 
proposed. 


(b)  The  bulk  of  MOS/SSI  that  presented  difficulties  In  applica- 
tion of  criteria  for  opening  or  closing  were  In  the  air  defense,  field 
artillery  and  signal  areas.  The  proponent  agencies  for  these  branches 
were  Invited  to  send  representatives  to  critique  EWITA  rationale  on 
these  MOS/SSI. 
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2. 3. 1.2.  MOS/SSI  That  Should  be  Opened, 
a.  Fi ndinqs 

1.  Based  on  EWITA  analysis,  the  MOS/SSI  listed  at  Figure  2. 3. 1.4, 
which  were  closed  at  the  start  of  the  study,  should  be  open  to  women. 
There  is  no  basis  tor  closure. 

2.  A detailed  analysis  matrix  of  each  MOS/SSI  is  at  Annex  5, 
Appendix  A-l. 


HBSySSr  and  TITLE 

MOS  and  TITLE 

Officer 

Warrant  Officer 

14A  AD  Off,  General 

201A  Metereology  Tech 

14C  Nike  Hercules  Msl  AD  Off 

211A  Tgt  Acq  Radar  Tech 

14D  Hawk  Msl  AD  Off 

214E  Msl  Sys  Tech,  Pershing 

14E  Safeguard  Bal  Msl , AD  Off 

214G  Msl  Sys  Tech,  Lance 

14F  Guided  Msl  Sys  Off 

221B  Msl  Sys  Tech,  Nike 

14G  AD  Cmd  4 Con  Off 

2226  Msl  Fire  Con  Tech,  Nike 

223B  Msl  Sys  Tech,  Improved 

Hawk 

Enl 1 sted 

82C  FA  Surveyor 

13W  FA  Tgt  Acq  Sr  SGT 

13Z  FA  Sr  SGT 

Figure  2. 3. 1.4.  MOS/SSI  That  Should  be  Opened  (closed  at  beginning 
of  EWITA). 


b.  All  MOS  listed  at  Annex  1,  Appendix  A-l,  are  above  baseline 
and  unless  otherwise  Indicated  in  following  paragraphs,  are 
recommended  to  remain  open. 
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2. 3. 1.3.  MOS/SSI  Which  Hay  be  Opened  Subsequent  to  Validation  of 
Physical  Job  Requirements  and  Development  of  Testing  Capabilities. 

a.  Fi ndings. 

1.  There  are  clear  indications  that  the  physical  capabilities  of 
men  are  greater  than  women. 

2.  Existing  job  descriptions  in  many  cases  are  inadequate  for 
determining  individual  physical  qualifications  required  for  A rmy  jobs. 
The  Army  is  not  yet  in  a position  to  screen  job  candidates  in  the  non- 
combat, but  physically  demanding  positions  on  a gender  free  basis. 

3.  In  the  Interim,  closure  by  gender  on  a physical  basis  is 
appropriate  to  avoid  filling  physically  demanding  jobs  with 
unqualified  personnel. 

4.  Based  on  EWITA  analysis,  the  MOS  listed  at  Figure  2. 3. 1.5 
should  remain  closed  to  women  until  job  requirements  are  validated  and 
physical  testing  capabilities  are  developed  as  part  of  the  accession 
process.  A detailed  analysis  matrix  for  each  MOS  Is  at  Annex  5, 
Appendix  A-l. 


MOS  and  TITLE 

SUPPORTED  BY 

CURRENT 

STATUS 

(EWITA) 

TfTITMS/  " 
PERCEPTIONS 

ENLISTED 

15D  Lance  Msl  Crewman 

X 

Closed 

15E  Pershing  Msl  Crewman 

X 

Closed 

15J  Lance  Opns/FD  Spec 

Closed 

16B  Hercules  Msl  Crewman 

X 

Cl osed 

16C  Hercules  Fire  Con  Crewman 

Closed 

160  Hawk  Msl  Crewman 

X 

Closed 

16E  Hawk  Fire  Con  Crewman 

X 

Closed 

Figure  2.3.1. 5.  MOS  Closed  for  Physical  Capability  (opened 
by  DA  20  Dec  77). 


5.  In  addition  to  the  MOS  in  Figure  2. 3. 1.5,  EWITA  analysis  re- 
veals that  significant  problems  exist  for  women  in  some  open,  but  non- 
traditional,  MOS.  DA  should  consider  closing  the  MOS  at  Figure 
2. 3. 1.6  to  further  female  input  until  job  requirements  are  validated 
and  physical  testing  capabilities  are  developed  to  determine  qualifi- 
cation for  the  MOS.  Women  currently  in  these  MOS  should  not  be 
reclassified  as  a result  of  this  action.  Detailed  analysis  Is  at 
Annex  5,  Appendix  A-l. 


MOS  and  TITLE 

SUPPORTED  BY 

ATTITUDES/ 

PERCEPTIONS 

CURRENT 

STATUS 

FEMALE 

CONTENT 

OCT  77 

ENLISTED 

21G 

Pershing  Elec  Mat  Spec 

Open 

1 (.4%) 

31M 

Multi-Chan  Comm  Equip 

X 

Open 

895  (14%) 

36C 

Tel  Installer  Lineman 

X 

Open 

295  (5%) 

51M 

Firefighter 

X 

Open 

18  (5%) 

55B 

Ammo  Spec 

X 

Open 

34.7  (17%) 

67N 

Util  Hel  Repairer 

X 

Open 

292  (7%) 

93F 

FA  Met  Crewman 

Open 

3 (1%) 

Figure  2. 3. 1.6.  MOS  Closed  to  Further  Input  for  Physical  Capability* 


b.  Conclusions. 

1.  Based  on  experience  and  documented  evidence,  female  Incumbents 
In  certain  MOS  cannot  perform  the  physically  demanding  tasks  required 
to  do  the  job. 

2.  Due  to  the  physically  demanding  tasks  of  some  MOS,  the  Amy 
cannot  be  assured  of  accomplishing  the  ground  combat  mission  If  women 
are  randomly  accessed  Into  these  jobs. 

3.  It  Is  the  consensus  of  the  EWITA  team  members  that,  given  an 
adequate  test  for  physical  abilities  and  capacity,  the  Amy  should  not 
screen  job  candidates  In  non-combat  MOS  based  on  gender.  At  present, 
closure  by  gender  on  a physical  basis  Is  an  Interim  solution  which 
reduces  the  probability  of  filling  physically  demanding  jobs  with 
unqualified  personnel.  This  procedure  should  continue  until  appropri- 
ate job  descriptions  which  specify  measurable  Individual  requirements 
are  established  and  tests  are  developed. 
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2. 3. 1.4.  MOS/SSI  Which  Should  be  Closed  Based  Primarily  on  Combat 
Exclusion  Definition. 

a.  Findings. 

1.  Based  on  EWITA  analysis  the  MOS/SSI  listed  at  Figure  2.3. 1.7 
should  be  closed.  CED  is  the  overriding  factor.  Other  supporting 
reasons  are  indicated.  Detailed  analysis  matrices  are  at  Annex  5, 
Appendix  A-l. 

2.  The  SSI  and  enlisted  MOS  for  officer  and  enlisted  personnel  in 
engineer  positions  are  closed  based  on  the  doctrinal ly  established 
mission  of  engineer  units  and  the  requirement  for  personnel  in  en- 
listed engineer  MOS  positions  to  perform  as  Infantry  on  order. 

3.  In  the  absence  of  clear  doctrine,  EWITA  consensus  was  that 
forward  radar  operators  provide  for  effective  employment  of  major 
weapons  systems  and  as  such  participate  In  operating  weapons. 

b.  Conclusions. 

1.  The  personnel  and  organizational  elements  Involved  in  crewing 
or  operating  a weapons  system  is  not  clearly  established.  With  the 
Increase  In  women  in  non- traditional  jobs,  there  is  a need  to  define 
what  constitutes  direct  participation  In  employment  of  the  various 
crew  served  and  major  weapons,  to  include  the  role  of  radar  operators 
employed  In  the  forward  area. 

2.  Any  conflict  with  combat  exclusion  considerations  should  be  an 
overriding  factor  In  determining  MOS/SSI  opened  to  women. 

2. 3. 1.5.  MOS/SSI  Which  Should  be  Closed  Primarily  Due  to  Career 
Progression. 

a.  Findings. 

1.  Based  on  EWITA  analysis  of  the  CMF  career  progression  charts, 
the  MOS/SSI  listed  at  Figure  2.3. 1.8  should  be  closed  for  career 
progression.  Detailed  analysis  Is  at  Annex  5,  Appendix  A-l. 


i 


j 


L 


MOS  and  TITLE 

SUPPORTING  BASIS  FOR  CLOSING 

tAREER  PhTSTCSE  ATTITUDES/ 

PROGRESSION  CAPABILITIES  PERCEPTIONS 

CURRENT 

STATUS 

OFFICER 

13A  Cannon  FA  Off 

(Relationship  to  Subordinates)  X 

Closed 

14B  SHORAD  Off 

(Relationship  to  Subordinates)  X 

Closed 

21A  Cbt  Engr  Off 

(Relationship  to  Subordinates) 

Cl osed 

21B  Constr  Engr  Off 

(Relationship  to  Subordinates) 

Open 

WARRANT  OFFICER 

100E  Atk  Hel  Pilot 

Cl osed 

ENLISTED 

I2B  Cbt  Engr 

X XX 

Closed 

12C  Bridge  Crewman 

X XX 

Cl osed 

12E  Adm  Spec 

X XX 

Cl osed 

12Z  Cbt  Engr  Sr  Sgt 

X 

Cl osed 

13B  Cannon  Crewman 

X X 

Cl osed 

13E  Cannon  FD/FS  Spec 

13F  Fire  Spt  Spec 

16F  LT  AD  Crewman  (RC) 

X X 

Closed 

Cl osed 

Cl osed 

I6P  AD  Short  Rng  Msl 

X X 

Cl osed 

Crewman 

I6R  AD  Short  Rng  Gun 

X X 

Cl osed 

Crewman 

17B  FA  Radar  Crewman 

X 

Open 

17C  FA  Tgt  Acq  Spec 

X 

Open 

17K  Gnd  Spt  Radar  Crewman 

X XX 

Cl osed 

51B  Ca  -penter 

X X 

Open 

5 1C  Structures  Spec 

51H  Constr  Foreman 

X X 

Open 

Open 

5 IN  Water  Supply  Spec 

X X 

Open 

51R  Electrician 

54C  Smoke/Flame  Spec  (RC) 

X 

Open 

Open 

UUB  Diver 

X 

Open 

MOS  and  TITLE 
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MOS  and  TITLE 

SUPPORT  FOR  CLOSURE 

CURRENT 

STATUS 

PHYSICAL 

CAPABILITIES 

ATTITUDES/ 

PERCEPTIONS 

OFFICERS 

13B  FA  LT  Msl  Off 

Open 

13C  FA  Hvy  Msl  Off 

Open 

13D  FA  Tgt  Acq  Off 

Open 

13E  FA  Off,  Gen 

Open 

WARRANT  OFFICER 

224B  Chap/Vul  Sys  Tech 

X 

Cl osed 

ENLISTED 

13Y  Cannon/Msl  Sr  Sgt 

X 

Open 

15F  Honest  John  Crewman 

Open 

17M  Unattnd  Gnd  Sensor  Spec 

Open 

Figure  2.3. 1.8.  MOS/SSI  Closed  by  Career  Progression. 


2.  Based  on  results  of  objective  3 analysis,  several  MOS/SSI  had 
no  positions  remaining  after  the  total  Inventory  had  been  decremented 
for  men  In  closed  units,  and  for  rotation  base  and  promotion  consider* 
atlons  to  support  those  men.  (A  detailed  analysis  of  objective  3 re- 
sults Is  at  Annex  6,  Appendix  A-l.)  The  MOS  at  Figure  2. 3. 1.9  should 
be  closed  and  women  currently  In  these  MOS  should  be  reclassified. 
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SUPPORT  FOR  CLOSURE 

MOS  and  TITLE 

PHYSICAL 

CAPABILITIES 

ATTITUDES/ 

PERCEPTIONS 

CURRENT 

STATUS 

ENLISTED 

24M 

Vul/FAAR  Sys  Mech 

Open 

24N 

Chapparal  Sys  Mech 

Open 

45R 

Msl  Tk  Turret  Mech 

Open 

510 

Mason 

Open 

51G 

Soils  Analyst 

1 

Open 

51K 

PI  umber 

Open 

62E 

Crawler  Tractor  Op 

X 

Open 

62H 

Cone  Paving  Equip  Op 

X 

Open 

620 

Gen  Constr  Mach  Op 

X 

Open 

62K 

Grader  Op 

Open 

62L 

Wheeled  Tractor  Op 

Open 

Figure  2. 3. 1.9.  MOS  Closed  for  Career  Progression  (objective  3 
analysis  > no  positions  available  for  women). 


3.  In  addition  to  MOS/SSI  at  Figure  2.3. 1.9,  other  MOS/SSI  were 
analyzed  If  the  results  of  the  objective  3 analysis  Indicated  a low 
number  of  positions  available  for  women.  This  further  analysis  was 
undertaken  to  Insure  that  women  would  have  a balance  of  CONUS  and 
overseas  assignments  at  all  grade  levels.  Detailed  analysis  Is  at 
Annex  6,  Appendix  A-l.  Based  on  this  analysis  the  NOS  at  Figure 
2.3.1.10  should  be  closed  to  women  for  career  progression  reasons,  and 
women  currently  In  these  NOS  should  be  reclassified. 
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MOS  and  TITLF. 


CURRENT 

STATUS 


ENLISTED 


6 2D  Asphalt  Equip  Op 


62b  guarryman 


Figure  2.3.1. ID 


MOS  Closed  tor  Career  Progression  (objective  3 
analysis  -very  few  positions  available  to  women) 


b.  Conclusions 


1.  Any  conflict  with  career  progression  should  be  an  overriding 
factor  In  determining  MOS  to  be  opened  to  women. 

2.  Career  progression  considerations  are  not  as  clear  for 
officers  as  for  enlisted  personnel  and  warrant  officers.  As  such,  it 
is  not  a significant  factor  in  closing  SSI.  The  primary  factor  for 
officers  Is  their  role  as  junior  officers  in  relation  to  closed  units 
and  duties  excluded  by  CED. 

3.  Career  progression  of  enlisted  personnel  In  the  related  CMF's 
is  the  primary  factor  in  closing  warrant  officer  MOS.  If  enlisted 
CMF's  are  closed,  advertising  the  warrant  officer  MOS  as  open  to  women 
is  tokenism  and  should  be  avoided. 


2. 3. 1.6.  RECOMMENDATIONS 


a.  That  the  Army  open,  close,  or  temporarily  close  (pending 
accomplishment  of  recommendations  2.3.1.6.b  and  c),  MOS/ SSI  as 
Indicated  in  the  findings  for  objective  1. 

b.  That  the  Army  Institute  a program  to  validate  Individual 
physical  job  requirements  by  MOS/SSI  (those  which  will  be  used  to 
screen  applicants)  based  on  realistic  job  demands  In  the  field. 

c.  That  the  Army  establish  easy  to  administer  physical  qualifying 
tests  which  relate  to  physical  job  requirements,  and  apply  tests  In  a 
gender  free  manner  In  the  accession  process  for  MOS/SSI  not  closed  by 
combat  exclusion  or  career  progression  considerations. 

d.  That  combat  exclusion  and  career  progression  considerations  be 
used  as  overriding  reasons  for  opening  or  closing  MOS/SSI  to  women. 


! SURRORT  FOR  CLOSURE 

RHYSICAL 

CARADILITIES 

ATTITUDES/ 

REKCERTIONS 

X 

e.  That  the  personnel  and  organizational  elements  Involved  In 
crewing  or  operating  the  major  weapons  systems  be  doctrinal ly 
established  tor  the  purpose  of  applying  the  combat  exclusion 
definition. 

f.  That  the  combat  exclusion  definition  be  revised  as  follows 


Women  will  be  excluded  from  positions  and  units*  which 
have  as  a primary  function  or  mission  crewing  or  oper- 
ating direct  or  indirect  fire  weapons  (other  than 
field  artillery  and  air  defense  missiles  fired  in  the 
non-line-of-sight  mechanically  aimes  mode). 


*Unlt  is  defined  as  company  level  or  smaller 


g.  That  new  MOS/SSI  be  evaluated  by  the  EWITA  or  comparable 
methodology  to  determine  if  they  should  be  opened  or  closed  to  women 


2.3.2.  Objective  2.  Analyze  Category  I units  to  identify  those  which 
could  or  should  be  open  to  women. 

2. 3. 2.1.  Methodology. 

a.  General . The  concept  of  analysis  is  to  compare  mission  and 
capabilities  statements  from  current  unit  TOE,  type  weaponry,  and 
employment  doctrine  of  company  sized  and  smaller  units  with  combat 
exclusion  definition. 

b.  Background.  The  initial  objective  was: 


Analyze  Category  1 units,  with  priority  on  FA  and  ADA 
units,  to  identify  those  which  could  or  should  be  open 
to  women.  Establish  limits  by  MOS/SSI,  grade  and  units 
as  appropriate. 


1.  In  the  process  of  developing  methodology  it  was  determined 
that  establishing  appropriate  limits  on  female  content  by  MOS  (spe- 
cialty for  officers),  grade  and  unit  was  not  within  the  capabilities 
of  EWITA  based  on  current  personnel  management  state  of  the  art  and 
time  constraints. 

2.  The  revised  objective  was  approved  at  the  5 December  1977 
IPR.  Additionally  objective  3 was  established  to  calculate  maximum 
female  content  of  each  MOS. 

c.  Identification  of  Units  to  be  Analyzed. 

1.  Section  II  and  III  of  all  active  Category  I TOE's  as  of  1 
September  1977  were  provided  by  HQ,  TRADOC. 

2.  Section  I of  all  Category  I TOE's  with  changes  prior  to  1 
September  1977  were  made  available  by  the  ADMINCEN  technical  library. 

3.  Battalion  level  TOE's  were  eliminated  from  analysis,  since 
the  company  level  TOE’s  for  all  Category  I units  were  being  analyzed. 

4.  The  EWITA  analysis  was  limited  to  G and  H series  TOE's.  Test 
TOE's  were  not  analyzed. 

5.  DA  decision  of  20  December  1977  opened  some  Category  1 units 
to  women.  These  TOE's  were  retained  as  closed  units  for  the  purpose 
of  this  evaluation. 

6.  A list  of  Category  I TOE's  that  were  analyzed  Is  at  Annex  1, 
Appendix  A-2. 


Combat  Exclusion  Definition.  The  revised  combat  exluslon 
definition  that  Is  explained  In  the discussion  of  the  methodology  for 
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objective  1,  para  2.3.1.10,  was  analyzed  against  the  Mission, 
capabilities,  weapons  and  employment  of  the  Category  1 units  to 
determine  their  opening  or  closing  to  women. 


Women  will  be  excluded  from  units*  and  positions  which 
have  as  their  primary  mission  or  function  crewing  or 
operating  direct  or  indirect  fire  weapons  (other  than 
field  artillery  and  air  defense  missiles  fired  In  the 
non- line-of- sight  mechanically  aimed  mode). 

♦Units  are  defined  as  company  size  or  smaller. 


e.  Procedure. 

1.  Before  a unit  can  be  opened  to  women  it  must  be  shown  that 
there  are  open  MOS/SSI  positions  In  the  unit.  Step  I of  a two  step 
procedure  is  shown  at  Figure  2. 3. 2.1. 


STEP  I 

TOE  # 

GUIDANCE 

1.  If  one  MOS  is  open  in  a unit,  the  unit  Is  open. 

2.  If  all  MOS  in  a unit  are  closed,  the  unit  Is  closed* 

3.  Environment  is  considered  other  than  peacetime. 


ANSWER  THE  FOLLOWING  QUESTION 

1.  Is  there  one  or  more  MOS  open  to  women  In  this  organization? 
YES  - Unit  is  open  to  women.  NO  - Unit  is  closed  to  women. 


Figure  2.3.  2.1.  Step  I of  TOE  Analysis. 


Step  I Is  accomplished  by  applying  the  results  of  objective  1 to  an 
Inspection  of  section  III  of  all  TOE's.  It  was  known  at  the  beginning 
that  this  step  would  result  In  few.  If  any • closures. 
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Jx  was  deten"1ne0  that  any  unit  that  had  a primary  mission  of 
SlSlS  systems  would  have  mission  and  capabilities 

T0J  5 t^t  directly  or  Indirectly  indicate  offensive 

srs.s.f.c,  zs&r  d*v*’*M  - «-»»«■  »rss 

f*  -ResP°l1s1bH1ty  for  Analysis.  All  TOE  units  to  be  analvzen 
SSgJSSr”  ’ 10  "e™"erS  °t  the  *WITA  team  based  on  their  branch  and 

9*  Review  Panels. 

.A11  EWITA  team  "«»t)ers  participated  in  a review  process  to 
establish  consensus  and  minority  view  on  all  TOE  analysis. 

rh*;  ^though  in  the  course  of  the  evaluation  the  objective 

tihe  ?ocus  °"  air  defense  and  field  artillery  was  retained 
cleartrutClUTh°n  detinition  application  to  other  units  was  generafiy 
5ut*  Th  Pro?°n«nt  schools  for  these  two  branches  were  invited 
to  send  representatives  to  critique  EWITA  rationale. 
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STEP  II 

TOE  f 

GUIDANCE 

1.  COMBAT  EXCLUSION  DEFINITION— Women  will  be  exclused  from  positions 
which  have  as  their  primary  function  the  crewing/or  operation  of 
direct  and  Indirect  fire  weapons. 

2.  Read  the  TOE  mission  and  capabilities  statements  and  look  for  key 
phrases  and  concepts  Indicating  offensive  or  defensive  activities. 

3.  It  Is  Important  to  have  a basic  knowledge  of  the  weaponry  used  In 
each  TOE/branch. 

ANSWER  THE  FOLLOWING  QUESTIONS 

1.  Does  the  TOE  mission  and  capabilities  statement  place  the  unit  in 
an  offensive  posture? 

YES  - Go  to  question  #2.  NO  - Unit  Is  open  to  women. 

2.  In  this  offensive  posture  Is  the  weaponry  used  fired  In  a llne-of 
sight  (visual)  direct  mode? 

YES  - Unit  closed  to  women.  NO  - The  weaponry  can  only  be 

fired  in  a non-1 Ine-of- 
sight  (mechanically  aimed) 
Indirect  mode.  Then  unit  Is 
open  to  women. 

UNIT 

OPEN  CLOSED 


If  you  close  the  unit,  give  reason  (para  A page) 


Signature 


Figure  2. 3. 2. 2.  Step  II  of  TOE  Analysis. 
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2. 3. 2. 2.  Results  of  Category  I Unit  Analysis. 


a.  Category  I Units  That  Should  Be  Closed  - Conflict  With  Combat 
Exclusion  Definition,  or  No  Open  MOS. 

1.  Findings. 

(a)  CHEMICAL  MECHANIZE!)  FLAME  COMPANY  (TOE  3-357).  TOE  mission: 
To  close  with  and  destroy  enemy  forces  by  fire. 


(b)  ENGINEER  COMPANY,  ENGINEER  BATTALION  (TOE  5-u27,  037,  038, 
107,  108,  118,  127,  137,  147,  157,  198,  207,  217).  TOE  mission:  To 
perform  Infantry  combat  mission  when  required. 

(c)  ENGINEER  ATOMIC  DEMOLITIONS  MUNITIONS  COMPANY  (TOE  5-057). 

TOE  capabilities:  Reconnaissance  of  ADM  targets  to  Include  targets  of 
opportunity.  Prepare  for  firing  and  detonate,  on  order,  24  ADM,  and 
If  necessary,  recover  or  destroy  ADM. 

(d)  ENGINEER  ASSAULT  BRIDGE  COMPANY,  MOBILE  and  ENGINEER  ASSAULT 
BRIDGE  COMPANY,  RIBBON  (TOE  5-064,  5-079).  FM  5-100:  In  the  assault 
phase  of  a deliberate  river  crossing,  there  Is  less  emphasis  on  entry 
shore  preparation  by  the  divisional  engineer  units  and  Increased 
support  and  assumption  of  responsibility  by  nondlvislonal  bridge 
companies  and  combat  battalions.  A deliberate  crossing  is  required 
when  prevailing  conditions  preclude  the  execution  of  a hasty  crossing. 
This  generally  means  that  the  enemy  defenses  are  very  strong  or  that 
the  river  obstacle  Is  very  severe. 

(e)  ENGINEER  BRIDGE  COMPANY  (TOE  5-148,  158).  FM  31-6U:  The 
primary  mission  of  the  organic  bridging  company  should  be  the  support 
of  forward  brigades  to  cross  minor  gaps  that  may  otherwise  impair 
advancement  on  the  far  shore. 

(f)  ENGINEER  EQUIPMENT  AND  MAINTENANCE  COMPANY  (TOE  5-117,  197). 
TOE  mission:  To  perform  Infantry  combat  missions,  when  required. 

(g)  ENGR  BRIDGE  TEAMS  and  ENGR  COMBAT  SUPPORT  TEAM  (TOE  5-570, 
580).  No  open  MOS  In  unit. 


(h)  FA  BATTERY,  1U! 
.v..  117,  157,  167, 
437).  TOE  mission: 


, 155mm,  81n,  and  175mm  (ALL  TYPES)  (TOE  6- 
, 367,  397,  407,  427,  447,  < 

To  provide  fire  support  for  the... 


037,  117,  157,  167,  207,  358,  367j  397 ' 407,  427,  447,  457, 707,  717* 


(1)  AERIAL  BATTERY  (TOE  6-727).  TOE  mission:  To  provide  fire 
support. . . 
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(j)  RIFLE  COMPANY  (ALL  TYPES)  (TOE  7-018,  U37,  047,  057,  177). 

TOE  mission:  To  close  with  the  enemy  by  means  of  fire  and  maneuver  in 
order  to  destroy  or  capture  him  or  repel  his  assault  by  fire,  close 
combat  and  counterattack. 

(k)  COMBAT  SUPPORT  COMPANY,  INFANTRY  (TOE  7-U28,  038,  048,  058, 
178).  TOE  mission:  To  provide  reconnaissance,  ground  surveillance, 
indirect  fire  support,  antitank  support  and  limited  air  defense 
support. 

(l)  RANGER  COMPANIES  (TOE  7-087,  157).  TOE  07-087:  Conducts 
raids,  ambushes  and  attacks  against  key  targets  in  enemy  territory. 

TOE  07-157:  Deep  penetration  operations  behind  the  enemy  lines. 

(m)  HHC  RANGER  BATTALION  (TOE  7-86).  TOE  mission:  ...Conduct 
special  military  operations...  Uses  air,  land,  water,  foot  mobility, 
and  parachute  delivery  when  required,  to  conduct  raids,  ambushes  and 
attacks  against  key  targets  In  behind  the  enemy. 

(n)  INFANTRY  PLAT/DET  (PATHFINDER)  and  INFANTRY  PLAT/DET  (SNIPER) 
(TOE  7-500,  510).  No  open  MOS  in  unit. 

(o)  ANTI-ARMOR  COMPANY  (SEP)  (TOE  7-107).  TOE  mission:  Provide 
anti-armor  support  to  Infantry  combat  units. 

(p)  TANK  COMPANY,  ARMOR  BATTALION  (ALL  TYPES)  (TOE  17-017,  018, 
027,  037,  218,  237).  TOE  mission:  To  close  with  and  destroy  enemy 
forces,  using  fire,  maneuver,  and  shock  effect. 

(q)  COMBAT  SUPPORT  COMPANY  TANK  BATTALION  (ALL  TYPES)  (TOE  17- 
109,  039,  239).  TOE  mission:  To  provide  reconnaissance,  ground 
surveillance.  Indirect  fire  support,  and  limited  air  defense  support. 

(r)  ARMORED  CAVALRY  TROOP  (ALL  TYPES)  (TOE  17-057,  107,  157,  207, 
307).  TOE  mission:  To  provide  security  and  perform  reconnaissance 
for  the  unit  to  which  assigned  or  attached  and  to  engage  In  offensive, 
defensive,  or  delaying  action  as  an  economy  of  force  unit. 

(s)  AIR  CAVALRY  TROOP  (ALL  TYPES)  (TOE  17-058,  098,  108,  208, 
278).  TOE  mission:  To  engage  In  offensive,  defensive,  or  delaying 
actions  within  Its  capabilities  and  seize  and  dominate  lightly 
defended  areas  or  terrain  features. 


(t)  ATTACK  HELICOPTER  COMPANY  (TOE  17-387).  TOE  mission:  To 
destroy  enemy  armored  and  mechanized  forces  by  aerial  combat  power 

„ using  fire  and  maneuver. 

(u)  SPECIAL  FORCES  COMPANY  (TOE  31-107).  TOE  mission:  To  plan 

and  conduct  unconventional  warfare  operations.  ...conduct  direct 
action  missions attack  of  critical  strategic  targets... 
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(v)  HHU,  SPECIAL  FORCES  BATTALION  (TOE  31-1U6).  TOE  mission  ana 
capabilities:  To  plan  and  conduct  unconventional  warfare  opera- 
tions. ..stability  operations... direct  action  missions.  ...survive 
and  operate  in  remote  areas  and  hostile  enviroranents  for  extended 
periods. .. 

(w)  ADA  BTRY  AUTO  WEAPONS  (SP)  (TOE  44-087).  TOE  mission:  To 
provide  air  defense  against  low-altitude  hostile  aircraft. 

(x)  ADA  VULCAN  BATTERY  (TOE  44-327,  427,  437,  727).  TOE  mission: 
To  provide  air  defense  against  low-altitude  hostile  aircraft. 

(y)  ADA  CHAPARRAL  BATTERY  (TOE  44-328).  TOE  mission:  To  provide 
air  defense  against  low-altitude  hostile  aircraft. 

2.  Recommendation.  That  the  Category  I units  discussed  in 
paragraph  2.3.2.2.al(a)  through  (y)  be  closed  to  women. 

b.  Category  I Units  That  Should  Be  Closed  For  Other  Reasons. 


1.  Findings. 

(a)  HHC,  ENGINEER  BATTALION  (DIVISIONAL)  and  COMBAT  ENGINEER 
BATTALION  (TOE  5-026,  036,  116,  146,  156,  196,  216).  All  of  these 
units  have  (or  should  have)  TOE  mission  statements  to  carry  out 
Infantry  combat  missions  when  required.  There  is  inconsistency, 
however,  in  documenting  this  requirement  In  the  mission  and  capabili- 
ties statements. 

(1)  TOE  5-026  and  216.  The  mission  statement  requires  these 
units  to  perform  Infantry  combat  missions  of  a headquarters  and 
headquarters  company  when  required. 

(2)  TOE  5-036,  116,  146  and  196.  Some  divisional  and  some 
separate  battalion  HHC's  have  a stated  mission  to  perform  Infantry 
combat  missions,  when  required. 

(3)  TOE  5-156.  This  unit  Is  assigned  to  the  infantry  division, 
but  has  no  Infantry  mission  statement.  This  Is  Inconsistent  with 
TOE'S  5-026,  146,  196  and  216. 

(4)  It  Is  unclear  whether  the  engineer  battalion  HHC  becomes  a 
rifle  company  or  command  and  control  unit  when  ordered  to  perform  as 
Infantry.  It  Is  also  considered  that  the  Infantry  mission  Is  more 
likely  for  the  divisional  battalions  than  the  separate  battalions.  It 
Is  not  clear  whether  the  probability  of  this  mission  Is  high  enough  to 
warrant  treatment  consistent  with  Infantry  units.  Additionally,  the 
doctrine  concerning  the  location  of  the  PAC  Is  not  yet  documented.  If 
the  PAC  Is  established  In  the  division  base,  there  Is  no  basis  for  not 
assigning  women  to  those  positions. 
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(b)  RADAR  AND  SURVEY  SECTIONS,  HHB  FA  lUbmm,  8in,  175mm 
BATTALION  AND  TARGET  ACQUISITION  BATTERY  (TOE  6-156,  166,  186,  2U6, 
366,  376,  396,  4U6,  426,  446,  456,  716,  3u7).  These  units  habitually 
operate  In  close  proximity  to  the  FEBA.  Additionally  the  function  of 
detecting  targets  and  providing  for  effective  fire  by  Indirect  fire 
weapons  systems  could  be  construed  as  "operating"  those  systems.  As 
such,  placing  women  in  these  units  Is  contrary  to  the  underlying 
Intent  of  the  combat  exclusion  definition.  EWITA  finds  no  basis  to 
close  the  HHB  of  cannon  FA  battalions  and  target  acquisition  batteries 
except  for  these  organic  elements. 

(c)  HHC,  INFANTRY  BATTALION;  HHC,  TANK  BATTALION;  HHT,  ARMORED 
CAVALRY  SQUADRON  (TOE  7-016,  036,  046,  056,  176;  17-016,  036,  216, 

236;  17-056,  106). 

(1)  The  maneuver  battalions/squadrons  are  organic  units.  As 
such,  except  for  the  PAC,  all  HHC/HHT  elements  must  be  prepared  to 
move  with  the  battalion/ squadron  when  It  displaces  forward,  laterally, 
and  rearward.  These  elements  operate  within  the  battalion/squadron 
operational  area,  and  are  not  sufficiently  far  enough  from  the  line  of 
contact  to  satisfy  the  underlying  Intent  of  the  combat  exclusion 
definition. 

(2)  USAADMINCEN  is  currently  developing  the  doctrine  which  will 
prescribe  the  location  of  the  PAC.  If  It  Is  positioned  In  the  brigade 
or  division  rear  areas,  the  maneuver  battalion  HHC's  can  be  opened  to 
women,  with  the  PAC  positions  being  made  Interchangeable. 

(d)  FA  SEARCHLIGHT  BATTERY  (RC)  (TOE  6-507).  The  TOE  mission  of 
this  unit  Is  to  furnish  direct  and  indirect  illumination... In  support 
of  tactical  night  operations...  Accomplishment  of  this  mission 
requires  employment  on  or  near  the  line  of  contact  in  the  direct 
Illumination  task. 

(e)  ASSAULT  HELICOPTER  COMPANY  (ALL  TYPES)  (TOE  7-258,  357;  57- 
057). 

(1)  These  units  all  have  the  stated  capability  to  provide  In  a 
single  lift,  airlift  for  one  rifle  company.  This,  coupled  with  the 
unit  name,  clearly  indicates  a purpose  of  being  actively  Involved  In 
the  conduct  of  combat  air  assaults.  EWITA  could  not  determine  the 
feasibility  or  probability  of  their  use  In  this  role  in  high  intensity 
combat  versus  that  of  moving  reinforcing  units  laterally  behind  the 
line  of  contact.  The  presence  of  an  air  assault  division  (TOE  7-258) 
further  Indicates  an  Intention  to  conduct  air  assaults. 

(2)  EWITA  considers  the  role  of  the  helicopter  and  crew  to  be 
similar  to  a truck  in  the  lateral  movement  role,  but  closer  to  the 
armored  personnel  carrier  In  the  air  assault.  When  landing  troops  In 
a "hot"  landing  zone,  the  crew  are  participants  In  the  attack. 
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(3)  SSI  lbli  and  MUS  lUub  are  open  to  women  except  that  they 
cannot  fly  in  the  "attack"  or  “scout"  mode.  This  caveat  will  provide 
tor  fencing  positions  that  fly  the  attack  helicopter  and  the  OH-bb, 
but  will  not  accomplish  the  same  for  the  UHIH  aviators. 

(4)  EWITA  does  not  consider  the  assignment  of  women  to  the 
command  and  control  helicopters  and  crews  to  be  in  conflict  with  the 
combat  exclusion  definition.  A follow  on  study  should  determine  if 
placing  a limit  on  the  number  of  women  aviators  and  crew  members  in 
command  and  control  aviation  elements  can  be  accomplished  and  if  such 
limits  are  required  to  insure  satisfactory  career  progression  for 
women  in  SSI  1SB,  MOS  lUUb  and  67N. 

(f)  HHT,  ARMORED  CAVALRY  REGIMENT  (TOE  17-0b2).  This  unit 
includes  combat  elements  (scout,  redeye,  and  fire  support  sections)  as 
well  as  command  and  control  elements.  Except  for  the  personnel 
administration  personnel,  the  unit  operates  in  close  proximity  to 
subordinate  maneuver  units,  particularly  when  the  mission  of  the 
regiment  places  it  far  forward  or  to  the  flank  of  the  main  body  of 
combat  units.  As  such,  placing  women  in  this  unit  violates  the  intent 
of  the  combat  exclusion  definition. 

(g)  HHT,  AIR  CAVALRY  SQUADRON  (TOE  17-096,  2U6,  276).  Doctrine 
on  where  this  unit  will  establish  its  operating  base  when  the  squadron 
mission  places  it  forward  or  to  the  exposed  flank  of  the  main  body  of 
combat  forces  is  not  clear. 

(h)  FORWARD  AREA  ALERTING  RADAR  (FAAR)  PLATOON;  HHB,  VULCAN 
CHAPARRAL  BATTALIONS  AND  FAAR  TEAM,  ADA  MAINT,  RADAR  AND  RCAT  (TOE  44- 
326,  426,  436,  726,  510).  These  units  habitually  operate  in  close 
proximity  to  the  FEBA  (within  2 km).  Additionally,  the  function  of 
detecting  targets  for  the  low  altitude  air  defense  weapons  systems  can 
be  construed  as  "operating"  those  systems.  As  such,  placing  women  in 
these  platoons  and  teams  is  contrary  to  the  underlying  intent  of  the 
combat  exclusion  definition.  EWITA  finds  no  basis  to  close  the  HHB  of 
Vulcan  Chaparral  battalions  except  for  these  organic  elements. 

2.  Recommendations. 

(a)  That  HHC,  engineer  battalions  (divisional)  and  combat 
engineer  battalions  remain  closed  pending  clarification  of  doctrine 
concerning  the  Infantry  mission  and  determination  of  PAC  doctrine. 

(b)  That  the  radar  and  survey  sections  of  FA  cannon  battalions 
and  target  acquisition  batteries  be  closed  to  women. 

(c)  That  HHC  of  maneuver  battalions  and  HHT  of  cavalry  squadrons 
remain  closed  pending  the  determination  of  PAC  doctrine. 
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(d)  That  removal  of  the  PAC  to  brigade  or  division  rear  areas 
warrants  opening  the  HHC's/HHT's  of  these  units  to  PAC  personnel  only. 

(e)  That  the  FA  searchlight  battery  be  closed  based  on  the 
mission  to  provide  "direct"  illumination. 

(f)  That  air  assault  companies  be  closed  to  women  pending 
clarification  of  air  assault  doctrine. 

(g)  That  the  HHT,  armored  cavalry  regiment  be  closed  to  women 
pending  determination  of  doctrine* concerning  location  of  PAC's  of 
subordinate  squadrons  and  corresponding  determination  of  placement  of 
personnel  administration  assets. 

(h)  That  the  HHT,  air  cavalry  squadron  remain  closed  pending 
clarification  of  battlefield  location  doctrine. 

(1)  That  the  forward  area  alerting  radar  (FAAR)  platoons  of  ADA 
Vulcan  Chaparral  battalions,  and  the  FAAR  team  of  ADA  maintenance) 
radar  and  RCAT  be  closed  to  women. 

c.  Category  I Units  That  Can  Be  Opened. 

1.  Findings. 

(a)  HHB  & SERVICE  BATTERY,  CANNON  FA  BATTALIONS  (TOE  6-156,  186, 

406,  166,  366,  376,  426,  456,  716,  436,  396,  446,  116,  206,  706,  159, 

409,  169,  369,  429,  549,  719).  There  is  no  conflict  with  the  combat 
exclusion  definition  in  the  mission  or  capabilities  statements  of 
these  units.  Except  for  the  radar  and  survey  sections  previously 
discussed,  the  normal  operating  location  of  these  units  Is  considered 
to  be  a sufficient  distance  behind  the  FEBA  to  satisfy  the  underlying 
Intent  of  the  combat  exclusion  definition. 

(b)  HHC,  BRIGADE,  SEPARATE  AIRBORNE  BRIGADE  AND  AIRBORNE  DIVISION 
(TOE  57-042,  102).  EWITA  considered  the  purpose  for  having  an  % 
airborne  capability  In  the  HHC's  of  separate  and  divisional  airborne 
brigades,  but  could  not  find  sufficient  evidence  that  all  HHC 
personnel  would  participate  In  the  air  assault  phase.  It  was  not 
clear  that  all  will  enter  the  airhead.  Additionally,  the  only  women 
who  will  be  assigned  to  this  unit  will  be  airborne  volunteers. 

2.  Recommendations. 


(a)  That  HHB  and  service  batteries,  cannon  FA  battalions  be 
opened  to  women. 

(b)  That  the  HHC  of  airborne  brigades  be  open  to  women,  subject 
to  determination  of  positions  that  do  not  normally  enter  the  airhead 
until  after  linkup. 
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d.  Category  I Units  That  Should  Be  Opened. 

1.  Findings.  Based  on  EWITA  analysis,  there  is  no  basis  for 
closing  the  units  listed  at  Figure  2. 3. 2. 3. 


L : 


UNIT  TITLE 

TOE 

ASLT  SUP  HEL  CO,  ASLT  SUP  HEL  BN,  AMBL  OIV 

1-167 

NBC  DEFENSE  CO 

3-U87 

HHD  CHEM  SMOKE  GEN  BN 

3-266 

CHEM  SMOKE  GEN  CO 

3-267 

BTRY  & HHB  SVC  HJ  AR/INF  MECH  DIV 

6-176,  177 

HHB  OIVARTY  (ALL  TYPES) 

6-201,  302 

TGT  ACO  BTRY,  OIVARTY 

(LESS  RADAR  a SURVEY  SECTIONS) 

6-307 

HHB  BN  FA  GRP 

6-401 

USA  FA  WARHEAD  SUP  DET 

6-500 

HHB  SVC  a LINE  BTRY,  HONEST  JOHN  BNS 

6-526,  527 

HHB,  SVC  a LINE  BTRY,  LANCE  BNS 

6-5%,  597,  599 

HH8,  SVC  a LINE  BTRY.  PERSHING  BNS 

6-616,  617,  619 

HHB  1 AVN  BTRY,  AMBL  D1VARTY 

6-701,  702 

HHC  SEP  BDE  (ALL  TYPES) 

7-107,  17-102,  37-102 
77-102 

HHC  ASLT  HEL  BN  ABN  DIV 

7-256 

INF  ORG  INF  PLT/DET  (SCOUT/MILITARY,  DOG) 

7-520 

HHC,  BDE,  INF/MECH/ ARMOR/ AASLT  DIV 

7-042,  37-042,  67-042, 
17-042 

HHT,  AIR  CAV  CBT  BDE 

17-202 

MI  CO,  AERIAL  SURVEILLANCE 

30-1 2b 

HHB  a LINE  BTRY,  HAWK  BN  (ALL  TYPES) 

44-236,  237,  246,  247, 
256,  257,  266,  267 

I'SA  ADA  MISSILE  WARHEAD  SUP  ORG 

44-500,  510,  520 

HHB  a LINE  BTRY,  NIKE-HERCULES  BN 

44-536,  537 

TRANS  MED  HEL  CO,  TRANS  MED  HEL  BN 

55-167 

HHC  CBT  AVN  BN  ABN/INF  DIV 

57-056 

AVN  GS  CO,  CBT  AVN  BN,  ABN/INF  DIV 

57-05B 

Figure  2. 3.2.3.  Category  I Units  That  Should  Be  Opened. 
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2.  Recommendation.  That  all  Category  1 units  at  Figure  2. 3. 2. 3 
be  opened  to  women 

e.  Use  of  Unit  Categories  for  Assignment  of  Women. 

1.  Finding.  A detailed  discussion  Is  at  Annex  3,  Appendix  A-2. 
There  Is  an  Insufficient  basis  for  revising  the  list  of  Category  I 
units  or  subdividing  Into  Category  la  and  lb  based  on  the  EWITA 
recommendations  on  the  assignment  of  women. 

2.  Recommendation.  That  the  Army  discontinue  use  of  unit 
categorizations  (I,  II  and  III)  as  a basis  for  personnel  assignment  of 
women. 


2-35 


T' 


2.3.3.  OBJECTIVE  3.  Analyze  and  apply  force  managerent  procedures  to 
determine  the  total  number  of  interchangeable  positions  that  could  be 
filled  by  women.  Calculate  the  maximum  female  content  of  each  MOS  as 
a result. 

2. 3. 3.1.  Determination  of  Maximum  Female  Content  by  MOS. 

a.  Methodology. 

1.  Procedures  currently  used  by  Department  of  Army  for  computing 
maxlmun  female  content  are  indicated  below.  Established  formulas  are 
used  to  compute  rotation  base  and  career  progression.  The  factors 
related  to  each  of  the  three  considerations  are  applied  to  each  MOS 
separately.  The  most  constraining  factor  in  terms  of  female  content 
in  a given  MOS  is  selected  as  the  governing  consideration. 


- ROTATION  BASE 

- CAREER  PROGRESSION 

- DERIVED  MANAGEMENT  FACTORS 
(combined  into  one  applied 
factor) 


2.  In  determining  the  maximum  number  of  Interchangeable  positions 
for  each  MOS/ spec laity,  the  EW1TA  considered: 


- ROTATION  BASE 

- CAREER  PROGRESSION 

- OTHER  MANAGEMENT  FACTORS 


3.  Wartime  personnel  losses  and  contingency  reclassification 
procedures  were  considered  during  the  EWITA,  but  not  as  a criteria  for 
determining  the  maximum  female  content  by  MOS.  The  wartime  personnel 
loss  considerations  are  addressed  In  Appendix  A-3.  The  data  resulting 
from  the  casualty  calculations  were  considered  In  the  final  recom- 
mendations of  EWITA  concerning  the  total  nuaber  of  women  that  should 
be  in  the  Army. 

4.  The  calculations  applicable  to  rotation  base  and  career 
progression  based  on  the  WITA  evaluation  are  explained  below: 
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(a)  Rotation  Base.  The  primary  concern  in  computing  the  rotation 
base  is  to  insure  a minimum  of  24  months  in  CONUS  between  long  and 
short  tours  for  those  male  soldiers  who  must  fill  the  open 
MOS/specialty  positions  in  closed  units  overseas. 


CONSIDER 


- Results  of  objectives  1 and  2 by  MOS/specialty. 
grade,  and  geographical  location  (overseas  or  CONUS). 

- L - Number  of  open  MOS/specialty  positions  by  grade 
in  closed  units  in  long  tour  areas  overseas. 

- S - Number  of  open  MOS/specialty  positions  by  grade 
in  closed  units  in  short  tour  areas  overseas. 

- C - Number  of  open  MOS/specialty  positions  by  grade 
In  CONUS  units. 

- Desired  CONUS  tour  length  is  24  months;  average  long 
tour  length  Is  30  months;  average  short  tour  length 
is  12  months. 


(1)  A calculation  is  required  to  determine: 

F - Number  of  females  by  grade  for  each  MOS/specialty 
without  decreasing  male  CONUS  tour  length  below 
24  months. 

(2)  The  applicable  formula  Is: 


F ■ C - 24  tair  ♦ —re] 


(FOR  EACH  GRADE) 


(3)  Once  the  number  of  females  for  each  MOS/specialty  by  grade  Is 
determined,  calculate: 

R - number  of  positions  that  must  be  male  only  by 
grade  for  each  MOS/specialty  to  Insure  mlnlmun 
24  months  CONUS  tour. 


! 
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(4)  The  applicable  formula: 


R * C-  F 


(b)  Career  Progression  Requirements.  The  career  progression 
computation  is  accomplished  to  insure  reasonable  career  progression 
prospects  for  those  male  soldiers  who  must  fill  the  open  HOS  positions 
in  closed  units. 


CONSIDER 

-A  - Number  of  authorized  positions  by  grade 
for  each  HOS/ spec laity. 

- B - Number  of  open  positions  in  closed  units  by 
grade  for  each  MOS/ spec laity. 


(1)  Calculations  are  required  to  determine: 

- N - Ratio  of  total  open  MOS/specialty  positions  in 
closed  units  by  grade  to  the  total  MOS/specialty 
content  by  grade. 

- I - Total  nunber  of  MOS/specialty  positions  that 
must  be  set  aside  within  each  open  MOS/specialty 
to  provide  career  progression  for  male  Incumbents 
in  closed  units. 


(2)  The  applicable  formula  to  calculate  the  MOS/specialty  ratio 
by  grade: 

B 

N « I 

(3)  Use  the  largest  value  of  N derived  from  the  MOS/specialty 
ratio  by  grade  caculations  to  determine  the  nuaber  of  positions  that 
must  be  set  aside  by  grade  for  males  within  each  open  MOS/specialty* 
The  formula  is: 


I - A (N  ) - B 

MX 

(FOR  EACH  GRADE) 


5.  Humber  of  Interchangeable  Positions  and  Maximum  Female  Content. 


(a)  Determine  the  number  of  interchangeable  positions  for  each 
MOS/ specialty  as  follows: 

NUMBER  OF  INTERCHANGEABLE  POSITIONS  BY  MOS/SPECIALTY 

EQUALS 

NUMBER  OF  POSITIONS  AUTHORIZED  BY  MOS/SPECIALTY 

MINUS 

NUMBER  OF  POSITIONS  IN  CLOSED  UNITS  BY  MOS/SPECIALTY 

(b)  Review  the  calculations  by  grade  for  the  male  only  positions 
within  each  open  MOS/specialty  that  must  be  set  aside  to  Insure  proper 
rotation  base  and  promotion  prospects  for  these  males  who  must  fill 
open  MOS/specialty  positions  In  closed  units.  Select  the  largest 
number  of  positions  that  must  be  set  aside  within  each  MOS/specialty 
by  grade,  based  on  either  rotation  or  promotion  considerations. 

(c)  Add  the  largest  number  of  positions  that  must  be  reserved  for 
each  MOS/specialty  by  grade  to  determine  the  total  number  of  positions 
that  must  be  reserved  as  male  only  for  that  MOS/specialty. 

(d)  Determine  the  maximum  female  content  for  each  MOS/specialty 
as  follows: 


MAXIMUM  FEMALE  CONTENT  BY  MOS/SPECIALTY 
EQUALS 

TOTAL  NUMBER  OF  INTERCHANGEABLE  POSITIONS  BY  MOS/SPECIALTY 

MINUS 

TOTAL  NUMBER  MALE  ONLY  POSITIONS  BY  MOS/SPECIALTY 
BASED  ON  ROTAT lON/PROMOT ION  FACTORS 
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(e)  Calculate  the  maximum  percentage  of  females  In  each 
MOS/specialty  as  follows: 

MAXIMUM  FEMALE  PERCENTAGE  BY  MOS/SPECIALTY 

EQUALS 

MAXIMUM  FEMALE  CONTENT  BY  MOS/SPECIALTY 
DIVIDED  BY 


NUMBER  OF  POSITIONS  AUTHORIZED  BY  MOS/SPECIALTY 
b.  FI ndinqs. 

1.  The  nunber  of  Interchangeable  positions  and  maximum  female 
content  by  MOS/specialty  determined  by  the  above  procedures  are  listed 
in  Tables  2. 3. 3.1,  2. 3. 3.2,  and  2. 3. 3.3  below. 


TABLE  2. 3.3.1.  NlftBER  OF  INTERCHANGEABLE  POSITIONS  AND  MAXIMUM  FEMALE  CONTENT 
BY  OFFICER  SPECIALTY. 


AUTH- CCUSTD INTO DECREMENTED  foft  FEMALE 

MOS  MOS  TITLE  ORIZEU  UNITS  CHANGEABLE  ROTATION/PROMOTION  CONTENT 

FACTORS  " NUMBER  I PE 


TABLE  2. 3.3.3.  NUMBER  OF  INTERCHANGEABLE  POSITIONS  AND  MAXIMUM  FEMALE  CONTENT  BY  ENLISTED  NOS 


NUMBER  OF  POSITIONS MAXIMUM 

AUTH-  CLOSED  TRTOT DECREMENTED  FOR  ~ FEMALE 

MOS  MOS  TITLE  ORIZED  UNITS  CHANGEABLE  ROTATION/PROMOTION  CONTENT 

FACTORS  NUMBER  I PE 
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2.  The  theoretical  maximum  number  of  positions  that  could  be  filled 
by  women  considering  the  current  force  structure  Is  reflected  In 
Table  2. 3.3.4. 


NUMBER  OF  POSITIONS 

TYPE  POSITION/ 

FACTOR 

OFFICERS 

WARRANT 

OFFICERS 

ENLISTED 

FORCE  STRUCTURE 
(Mi nus) 

73,700 

12,600 

589,200 

CLOSED  POSITIONS 
(Equals) 

19,600 

3,100 

261,700 

INTERCHANGEABLE  POSITIONS 
(Mi nus) 

64,100 

9,500 

327,500 

PROMOTION/ROTATION  DECREMENT 
(Equals) 

5,700 

900 

47,700 

OPEN  POSITIONS 
(Mi nus) 

48,400 

8,600 

279,800 

CASUALTY  RECLASS  RQMTS 

0 

0 

120,100 

THEORETICAL  MAXIMUM 

48.40U 

8,600 

159,700 

TABLE  2. 3. 3. 4.  Theoretical  Maxlmua  Female  Content  Considering  Current 
Force  Structure. 


2. 3. 3. 2.  CONTINGENCY  RECLASSIFICATION  REQUIREMENTS. 

A total  of  120,100  positions  were  estimated  for  these  require- 
ments. This  number  should  not  be  construed  es  a definite,  fixed 
requirement.  It  Is  a possible  factor  only,  end  could  vary  widely  If 
differing  scenarios  end/or  assumptions  ere  used.  (See  Appendix  A-3 
for  a detailed  discussion  of  the  reclassification  requirements  based 
on  a European  scenario.) 


2.G.3.3.  OTHER  MANAGEMENT  FACTORS 


a.  Significant  management  problems  are  associated  with  reaching  a 
total  of  159, 7uu  women  by  1983,  such  as  housing,  clothing  and 
equipment,  pregnancy,  forcing  males  out  of  currently  held  MOS,  and 
other  job  equity  consi aerations. 

b.  The  female  content  in  luu  of  the  585  open  MOS  ( established  by 
EWITA  analysis)  is  limited  .by  career  progression  and/or  rotation 
considerations. 

c.  In  117  of  the  585  open  MOS  (established  by  EWITA  analysis), 
the  positions  are  iuu%  interchangeable  (Table  2. 3. 3. 5).  In  order  to 
reach  a 159, 7uu  female  enlisted  force,  the  117  MOS  would  have  to  be 
closed  to  men  and  the  male  incumbents  reclassified.  In  addition,  the 
male  content  of  the  remaining  open  MOS  would  have  to  be  closely 
managed.  Considering  this  and  other  known  Constraints,  the  ceiling  of 
159, 7uu  should  not  be  interpreted  as  more  than  a theoretical  and  thus 
unrealistic  maximum. 

d.  The  estimate  of  the  number  of  qualified  females  available  to 
the  Arn^y  ranges  from  approximately  18,uuu  to  22,Uuu  per  year.  Acces- 
sion of  more  than  2u,uuu  women  annually  in  the  next  5 years  would  re- 
quire a reevaluation  of  enlistment  standards  for  women  and  increase 
the  probability  of  naving  to  lower  accession  standards.  Based  on  the 
assumption  that  current  female  entrance  standards  will  be  maintained, 
the  projected  female  end  strength  by  1983  would  not  exceed  75,UOU.  An 
approximate  value,  using  2u,UOU  female  accessions  from  FY  8u-83,  would 
result  in  a female  end  strength  of  68,uuu  in  1983  by  Department  of  the 
Army  estimate. 

e.  Based  on  FY  74-77  data,  the  attrition  rate  for  females  that 
are  not  high  school  graduates  ranges  from  55%  to  7u%.  This  Is  sub- 
stantially higher  than  the  40%  to  5U%  attrition  rate  for  males  that 
are  not  high  school  graduates. 

f.  Officer  accessions  are  based  solely  on  end  strength  require- 
ments for  officers  within  the  combat  arms,  combat  support  and  combat 
service  support  branches.  The  current  system  of  accessing  officers  Is 
geared  to  meet  these  requirements  on  an  equal  basis  from  the  three 
sources  of  officer  Input  - USMA,  ROTC,  and  OCS.  Recruitment  for 
officers  within  the  medical  specialties  Is  based  on  requirements 
within  each  specialty  regardless  of  gender. 

g.  The  current  tystem  permits  additional  emphasis  to  be  placed  on 
procurement  of  women  Into  the  different  officers  programs  as  nec- 
essary. The  system  precludes  a significant  and  sudden  Increase  In  the 
number  of  female  officers. 
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Table  2. 3. 3. 5.  Female  Content  of  MOS  with  100  Percent  Interchangeable 
Positions  as  of  October  1977. 


HOS 

TITLE 

AUTHORIZED 

U2B 

Coronet  or  Trumpet  Player 

279 

02C 

Bari'tone  or  Euphoniun  Player 

t 

80 

U2D 

French  Horn  Player 

133 

U2E 

Trombone  Player 

159 

U2F 

Tuba  Player 

121 

U2G 

Flute  or  Piccolo  Player 

74 

02H 

Oooe  Player 

41 

U2J 

Clarinet  Player 

318 

U2K 

Bassoon  Player 

38 

U2L 

Saxophone  Player 

169 

U2M 

Percussion  Player 

96 

02N 

Plano  Player 

48 

02P 

Brass  Group  Leader 

41 

02Q 

Woodwind  Group  Leader 

47 

02S 

Special  Bandsman 

799 

U2T 

Guitar  Player 

40 

02Z 

Enlisted  Bandleader 

41 

05G 

Signal  Security  Specialist 

374 

21L 

PERSHING  Electronics  Repairman 

266 

22K 

HAWK  Missile  A Launcher  Repair 

33 

22L 

NIKE  Test  Equip  Repairman 

107 

HOS 


TITLE 


AUTHORIZED 


OCT  77 
FEMALE 
CONTENT 


O 


22N 

N1KE/HERC  Missile  Launcher  Repair 

160 

23N 

NIKE  Track  Radar  Repair 

104 

23Q 

HAWK  Fire  Control  Repair 

8 

23S 

HAWK  Pulse  Radar  Repair 

11 

23T 

HAWK  Cont  Wave  Radar  Repair 

11 

23U 

NIKE  HP  Radar-SInulator  Repair 

42 

23V 

HAWK  Maintenance  Chief 

7 

23W 

Radar  Maint  Super- Inspector 

75 

24B 

HAWK  Cont  Wave  Radar  Mechanic 

13 

24C 

IMP  HAWK  Fire  Sec  Mechanic 

617 

240 

HAWK  Missile  Launcher  Mechanic 

13 

24E 

IMP  HAWK  Fire  Control  Mechanic 

438 

24F 

HAWK  Fire  Control  Mechanic 

10 

24G 

IMP ^AWK  Info  Coord  Cent  Mechanic 

536 

24H 

IMP  HAWK  Fire  Control  Repair 

185 

24J 

IMP  HAWK  Pulse  Radar  Repair 

215 

24K 

IMP  HAWK  Cont  Wave  Radar  Repair 

335 

24L 

IMP  HAWK  Launch  A Mech  Sys  Repair 

232 

24P 

Defense  Acq  Radar  Mechanic 

206 

24Q 

NIKE/HERC  Fire  Control  Mech 

337 

24U 

HERCULES  Elec  Mechanic 

428 

24V 

IMP  HAWK  Maintenance  Chief 

132 

" NUMBER 

PEKCtRT 

2 

2 

1 

13 

2 

5 

1 

1 

4 

2 

3 

mm 

1 

mm 

2 

1 

3 

1 

mm 

— 

Table  2. 3. 3. 5.  Fcaiale  Content  of  NOS  with  100  Percent  Interchangeable 
Positions  as  of  October  1977  (continued). 
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MOS 


TITLE 


AUTHORIZED 


OCT  77 
FEMALE 
CONTENT 


i 


i 


MOS 

TITLE 

AUTHORIZED 

nDRFOT 

PErCEnt 

25D 

Birdie  Repairman 

3 

— 

25G 

Mobile  AOCP  Monitor  Repair 

18 

— 

25H 

Radar  Data  Proc  Equipment  Repair 

2 

— 

— 

25J 

Operating  Central  Repair 

99 

— 

— 

25K 

AN/TSQ-51  Sys  Repair/Maint  Chief 

77 

5 

6 

25L 

AN/TSQ-51  ADA  G&C  Sys  Oper  Repair 

UNK 

— 

— 

ZbC 

Combat  Area  Survey  Radar  Repair 

395 

38 

10 

260 

Ground  Control  Approach  Radar  Repair 

130 

30 

23 

26E 

Aerial  Survey  Sensor  Repair 

UNK 

12 

— 

26H 

AD  Radar  Repair 

97 

— 

— 

26K 

Elec  Warfare  Equipment  Repair 

18 

— 

— 

26L 

Tactical  Microwave  Systems  Repair 

1083 

185 

17 

26M 

Ai .'borne  Survey  Radar  Repair 

52 

— 

-- 

26N 

Surveillance  Infrared  Repair 

48 

— 

— 

26T 

TV  Equipment  Repair 

252 

8 

3 

27B 

Land  combat  Sup  Sys  Test  Specialist 

201 

6 

3 

27E 

Wire  Guided  Missile  Sys  Repair 

549 

— 

— 

27F 

Chap/Vulc  AD  Systems  Repair 

374 

— 

— 

27G 

REDEYE  Missile  System  Repair 

82 

— 

— 

27H 

SHILLELAGH  Missile  System  Repair 

257 

mtm 

— 

27Z 

LCSS-MIssIle  Maintenance  Chief 

215 

— 

28M 

Anti-Ballistic  Msl  Malnt  Spec 

UNK 

— 

— 

Table  2. 3. 3. 5.  Female  Content  of  MOS  with  100  Percent  Interchangeable 
Positions  as  of  October  1977  (continued). 
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MOS 

TITLE 

AUTHORIZED 

OCT  77 

FEMALE 

CONTENT 

gyr^j 

310 

PERSHING  Comm  Spec 

109 

l 

TIE 

Field  Radio  Repairman 

1002 

98 

31J 

Teletypewriter  Repair 

1315 

279 

21 

311 

Multichannel  Comm  Equip  Repair 

379 

22 

6 

31N 

Tactical  Circuit  Controller 

808 

101 

13 

31T 

Field  Systems  COMSEC  Repair 

165 

24 

15 

31W 

Tactical  Electronics  Maint  Chief 

523 

— 

— 

32D 

Fixed  Sta  Tech  Controller 

1059 

161 

15 

32E 

Fixed  Plant  Carrier  Repair 

372 

30 

8 

32H 

Fixed  Station  Radio  Repair 

448 

47 

10 

33S 

EW/Intercept  Systems  Repair 

884 

45 

5 

346 

Fire  Control  Computer  Repair 

118 

5 

4 

35B 

Electric  Instrument  Repair 

479 

- 38 

8 

35H 

Calibration  Specialist 

464 

28 

6 

35L 

Avionic  Comm  Equipment  Repair 

353 

46 

13 

35M 

Avionic  Navigation  Equip  Repair 

155 

32 

21 

35P 

Avionic  Equip  Maint  Supervisor 

241 

. 

— 

— 

35R 

Avionic  Radar  Equip  Repair 

95 

6 

6 

36H 

Dial  Central  Office  Repair 

875 

91 

10 

41C 

Fire  Control  Instrument  Repair 

492 

81 

16 

41G 

Surv  Photo  Equipment  Repair 

36 

— 

— 

41 J 

Office  Machine  Repair 

93 

6 

6 

Table  2. 3.3. 5.  Female  Content  of  MOS  with  100  Percent  Interchangeable 
Positions  as  of  October  1977  (continued). 
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MOS 

TITLE 

AUTHORIZED 

OCT  77 

FEMALE 

CONTENT 

NUMBER 

PERCENT 

42C 

Orthotic  Specialist 

70 

6 

9 

420 

Dental  Lab  Specialist 

455 

83 

18 

42E 

Optical  Lab  Specialist 

160 

27 

17 

46N 

PERSHING  Elec-Mech  Repairman 

130 

1 

1 

S2H 

NUC  Power  Plant  Mech/Operator 

40 

— 

— 

52J 

NUC  Power  Plant  Elec/Operator 

38 

— 

— 

52K 

NUC  Power  Plant  Instr  Operator 

26 

1 

4 

52L 

NUC  Power  Plant  Proc  Control  Spec 

28 

— 

— 

52M 

NUC  Power  Plant  Chief 

53 

— 

— 

71G 

Medical  Records  Specialist 

1261 

298 

24 

91D 

Operating  Room  Specialist 

1471 

370 

25 

91E 

Dental  Specialist 

1791 

743 

41 

91F 

Psychiatric  Specialist 

385 

98 

25 

91 G 

Behavior  Science  Specialist 

1016 

270 

27 

91H 

Orthopedic  Specialist 

243 

58 

24 

91J 

Physical  Therapy  Specialist 

190 

58 

31 

91L 

Occupational  Therapy  Spec 

69 

21 

30 

91N 

Cardiac  Specialist 

135 

59 

44 

91P 

X-Ray  Specialist 

962 

271 

28 

91Q 

Pharmacy  Specialist 

654 

260 

40 

91R 

Veterinarian  Specialist 

1105 

247 

22 

91S 

Environmental  Health  Spec 

590 

177 

30 

Taole  2. 3. 3, 5.  Female  Content  of  MOS  with  100  Percent  Interchangeable 
Positions  as  of  October  1977  (continued). 
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MOS TITLE AUTHORIZED  MbER|  TO 

91T  Animal  Specialist  279  59 

91U  ENT  Specialist  149  75 

91V  Respiratory  Specialist  201  28 

91W  Nuclear  Medicine  Specialist  47  2 

91 Y Eye  Specialist  193  51 

92B  Medical  Lab  Specialist  1855  695 

950  Assistant  Special  Agent  403  20 

98C  EW/CPYPTO  Traffic  Analyst  1542  222 

Table  2.3.3. 5.  Female  Content  of  MOS  with  100  Percent  Interchangeable 
Positions  as  of  October  1977  (continued). 
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2*3.4  Objective  4.  Analyze  all  the  other  factors  that  impact  on  the 
utilization  of  women  in  the  Amy  and  formulate  appropriate 
recommendations. 

: 

2. 3. 4.1.  Methodology. 

a.  Identification  of  Issues.  At  the  start  of  the  evaluation, 
actions  were  taken  to  identify  the  major  issues,  explicit  or  Implicit, 
perceived  or  real,  which  Influence  the  utilization  of  women  In  the 
Army.  The  following  list  of  27  issues  was  developed  by  extracting 
concerns  from  previous  studies;  from  open  ended  questions  asked  of  a 
random  sample  of  military  people  and,  brainstorming  sessions  of  all 
members  of  the  study  team. 


! 


ISSUE 

1 . Strength 

2.  Big  Enough 

3.  Hand  brip 

4.  Coordination 

5.  Arm/Leg  Length 

b.  Physical  Endurance 

7.  Menstrual  Period 
b.  Pregnant 

9.  Female  Hygiene 

10.  Profile 

11.  Emotional  Control 


EXPLANATION 

Ability  to  move,  lift  or 
carry  equipment. 

Their  body  size  is  large  enough 
for  jobs  to  be  done. 

Hands  are  large  and  strong  enough. 

Ability  to  do  job  without  funbllng 
or  stumbling. 

Can  reach  things  with  arms  or  legs. 

Can  work  long  periods,  or 
vigorously  without  fatigue. 

Female  period  (Its  effect  on 
job  performance). 

Pregnant,  (Its  effect  on  job 
performances  at  various  stages). 

Requirements  for  keeping  clean 
(baths,  etc.)  and  healthy. 

Tendency  to  have  Injuries  or  Illnesses 
that  excuse  one  from  a task. 

Can  work  without  excessive  emotion, 
crying  or  becoming  uncontrollably  angry. 

Can  work  when  things  go  bad  or  conditions 
are  severe  (l.e.,  extreme  environment). 
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12.  Stress 


I 


o 
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13.  Self  Confidence 

Ability  to  do  the  job  well. 

14.  Gain  Respect 

Team  members  will  do  what  female  leaders 
order  them  to  do. 

15.  Toughness 

Can  take  or  handle  criticism 
and/or  threats. 

16.  Aggressiveness 

Can  attack  problems  with 

Initiative,  and  little  supervision. 

17.  Mechanical  Skill 

Able  to  put  together  or  operate 
mechanical  equipment  effectively. 

lb.  Necessary  skills 

Has  learned  maqy  basic  job  related  skills  at 
early  age. 

19.  Same  effort 

Are  as  motivated  to  do  the  job  as  men, 

(will  devote  as  much  energy  and  attention 
to  the  job  as  men  do.) 

2u.  Female  self  Image 

Mould  not  worry  or  become  concerned 
about  being  less  feminine  on  the  job. 

21.  Leadership  skills 

Able  to  direct  a team  to  do  a task. 

22.  Sex  fraternization 

Use  sex  to  gain  favorable  advantage  In  job 
or  be  misguided  or  distracted  by  male  advances 

23.  Sole  parents 

Required  to  care  for  children 

without  a husband,  to  the  detriment  of  job 

accompl  1 stment. 

24.  Team  work 

Able  to  cooperate  with  others  on  a job 
to  accomplish  mission. 

25.  Should  be  assigned 

Women  should  be  In  this  unit;  should 
be  allowed  In  the  job. 

26.  Can  be 

Women  are  able  to  do  the  jobs  In 
the  MOS  or  unit  (are  capable). 

27.  Disrupt  males 

Men  can  work  as  effectively  If 
women  were  In  the  unit. 
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t>.  Literature  Search.  An  extensive  literature  search  was 
conducted  simultaneously  with  the  development  of  the  survey 
instruments.  Subject  related,  annotated  bibliographies  were  acquired 
and  screened  for  books  and  articles  of  possible  value  In  the  analysis 
of  objective  4.  Selected  literature  was  accumulated,  cataloged,  and 
made  part  of  the  WITA  reference  library  (see  references  at  Appendix 
L). 

c.  Literature  Review.  A systematic  literature  review  procedure 
was  developed  to  insure  a careful  analysis  of  the  reference  materials. 
Literature  was  first  reviewed  for  validity,  and  then  for  content  by 
the  action  officer  responsible  for  each  issue.  Research  notes  were 
accumulated  and  cataloged  for  use  in  developing  monographs  on  each 
relevant  issue. 

d.  Data  Collection. 

(1)  With  the  issues  determined,  a dual  element  survey,  copies  at 
Annex  1,  Appendix  B (questionnaire)  and  Annex  1,  Appendix  C (Inter- 
view), was  developed  to  obtain  current  attitudes  and  perceptions  from 
the  field  concerning  the  utilization  of  women.  The  survey  contained 
one  representative  statement  for  each  unique  issue  to  be  evaluated. 

The  two  elements  of  the  survey  were  Interviews  conducted  with 
representatives  of  specific  units  and  questionnaires  administered  to 
individuals  from  5 9 selected  MOS.  A total  of  7384  questionnaires  were 
administered  to  soldiers  In  the  selected  MOS.  In  addition,  students 
at  the  Sergeants  Major  Academy  (191)  and  the  Command  General  Staff 
College  (802)  completed  questionnaires. 

(2)  To  gain  Insight  Into  perceptions  and  attitudes  of  women  prior 
to  enlisting  In  the  Army,  Interviews  were  held  at  three  armed  forces 
entrance  and  examining  stations  with  women  being  enlisted.  Follow  up 
interviews  were  held  during  basic  and  AIT  training  (see  Annex  1, 
Appendix  A-4). 

e.  Data  Reduction.  Upon  receipt  of  the  completed  Interview 
sheets  and  questionnaires,  tables  and  figures  were  prepared  Indicating 
by  category  of  respondents  the  percent  of  that  population  who 
perceived  the  Issue  as  being  a significant  problem  In  the  utilization 
of  women.  (For  discussion  of  determination  of  significance,  see  Annex 
3,  Appendix  B.)  Tables  2. 3.4.1  through  2.3. 4.3  and  Figures  2. 3.4.1 
and  2. 3.4. 2 reflect  these  results  by  population  category. 
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48 

42 

45 

*#•  csj  cm  eo 
«»eo 

TABLE  2. 3. 4. 3.  Combined  Population  Percentages  Who  See  Issue  as  a Problem  In  Wartime  or  Peacetime 


2.3.A.Z.  Issues  Significant  to  Women  in  the  Army.  The  following  fou 
issues  are  perceived  by  the  field  as  having  a critically  significant 
on  the  accession  ana  integration  of  women  in  the  Army.  (A  statement 
question  of  the  issue  appears  directly  after  the  stated  issue.) 

a.  PREGNANCY,  in  general,  would  women  remain  effective  if  they 
become  pregnant? 

1.  Background.  Data  collection  teams  surveyed  commanders,  other 
military  supervisors  and  soldiers  to  gather  their  opinions  regarding 
the  issue.  The  impact  of  female  soldier  pregnancy  on  the  US  Amy  dur- 
ing FY  7b  and  FY  77  is  reflected  in  Tables  2. 3. 4. 4 ana  2. 3. 4. 5. 


ENLISTED 

WOMEN 

STRENGTH 


NUMBER  OF  PREGNANCIES  AND  DISPOSITION 


TOTAL 


TERMINATED 


DISCHARGE 


4u754 


46237 


TABLE  2. 3.4.4.  Number  of  Pregnancies  and  Disposition  (FY  76  6 77) 


1 /TERMINATE:  3 days  lost  3/  BASED  on  average  pay  of 

2/FULL  TERM:  lu5  days  lost  grades  E2,3,4  with  over  3 yrs 

service  for  one  day  * >20.37 

TABLE  2. 3. 4. 5.  Cost  to  Am\y  Per  Pregnancy  Disposition  Category. 


DISPOSITION 

FY  7b 

FY  77 

TOTALS 

3/ 

3/ 

3/ 

TERMINATED 

TOTAL 

1815 

2471 

4286 

COST 

>272,250 

>370,650 

>642,900 

LOST  TIME  1/ 
COST 

>110,914 

>151,002 

>261,916 

FULL  TERM 

TOTAL 

1654 

2704 

4358 

COST 

>1,654,000 

>2,704,000 

>4,358,000 

LOST  TIME  2/ 
COST 

>3,557 ,b73 

>5,816,498 

>9,374,371 

DISCHARGED 

TOTAL 

1558 

1720 

3278 

COST 

>1,558,000 

>1,720,000 

>3,278,000 

TOTAL  COST  PER 
FISCAL  YEAR 

>7,153,037 

>10,762,150 

>17,915,187 

« 

2. 


FI nai ngs. 


(a)  Figure  2. 3. 4. 3 displays  by  population  category,  the  percent 
of  population  surveyed  who  disagree  with  the  statement  or  questions  of 
the  issue. 

(b)  As  can  be  seen  in  Table  2. 3. 4. 4,  the  Army  is  experiencing  an 
increase  in  either  the  rate  of  sole  parents,  intra-service  marriages, 
or  both.  This  is  evidenced  by: 

(1)  A 9%  increase  in  total  enlisted  women  strength  between  fiscal 
years  1976  and  1977. 

(2)  Total  pregnanci  s for  fiscal  year  1977  Increased  by  3%  over 
fiscal  year  197o.  However,  they  are  not  increasing  at  the  same  rate 
(94)  as  the  total  enlisted  women  strength. 

(3)  For  each  fiscal  year,  364  of  the  pregnant  enlisted  women 
terminated  their  pregnancies.  Again,  considering  the  total  strength 
increase  rate  of  9%,  fewer  pregnancies  were  terminated  In  fiscal  year 


(4)  Table  2. 3. 4. 4 also  reveals  that  In  fiscal  year  1977  64  more 
pregnant  women  carried  to  full  term. 

(c)  A review  of  the  results  of  the  22  Issues  determined  by  the 
surveyed  population  to  be  significant,  as  displayed  at  Figure  2. 3. 4. 3, 
indicates  that  pregnancy  is  currently  perceived  as  the  greatest  Imped- 
iment to  the  full  Integration  of  women  In  the  Army. 

(1)  Service  members  assigned  to  the  combat  arms  branches  consider 
pregnancy  to  be  a greater  hinderance  to  mission  accomplishment  than  do 
service  members  assigned  to  all  other  branches. 

(2)  Officers  and  warrant  officers  In  the  field  consider  pregnancy 
to  be  a more  significant  problem  than  do  enlisted  personnel  In  the 
field,  students  at  the  Sergeants  Major  Academy  or  students  at  the 
Command  and  General  Staff  College. 

(d)  Contributing  Factors  to  Respondents  Perceptions. 

(1)  The  average  time  lost  for  a pregnant  woman  who  carries  full- 
term  is  lu6  days  or  21  weeks.  The  An ay  considers  10  weeks  to  be 
normal . During  this  absence,  her  duties,  to  Include  MOS/job  related 
and  duty  roster  related,  must  be  performed  hy  other  assigned 
personnel . 

(2)  There  Is  a feeling  that  pregnant  women  are  frequently  given 
preferential  treatment  In  job  assignment  and  are  not  required  to 
perform  the  more  physically  demanding  tasks.  (Some  young  field 
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Pregnancy  - In  general  women  who  are  pregnant  would  remain  effective  in  any  MOS  or  unit  to  which  assigned. 
Peacetime  [,  I 
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n - Number  respondents 

Figure  2.3.4 .3  ! Summary  of  Questionnaire/Interview  Responses,  Peacetime  and 
Wartime,  on  Issue  - Pregnancy. 


1 


commanders  are  unsure  as  to  what  they  should  or  should  not  require  a 
pregnant  woman  to  do.)  This  situation  exists  because: 

a.  Paragraph  3-3(2),  AR  614-3u,  allows  deferment  of  pregnant 
women  from  overseas  assignment  until  8 weeks  subsequent  to  delivery; 
thus,  adversely  affecting  unit  readiness  posture. 

b.  Department  of  the  Army  policy  stating  that,  “Women  must 
continue  to  perform  duties  during  the  prenatal  period  until  such  time 
as  a physician  no  longer  considers  it  feasible." 

c.  A Surgeon  General  directive  stating  that,  "Upon  determination 
by  a physician  that  an  active  duty  member  is  pregnant,  a temporary  P3 
profile  with  assignment  limitations  as  appropriate,  is  issued."  The 
obvious  concern  is  to  avoid  any  potential  danger  to  the  mother  and  the 
unborn  child. 

(3)  Due  to  the  lacfeof  a distinct  maternity  uniform  or  a definite 
dress  code,  commanders  and  supervisors  are  unsure  of  their  limits  In 
demanding  dress  standards.  This  dilemma  exists  because  the  uniform 
regulation  (AR  67u-3u)  simply  states  that  pregnant  women  may  wear 
commercial  maternity  clotMng.  The  regulation  does  not  define  what  is 
acceptable,  i.e.,  blue  jeans  with  a loose  fitting  over  blouse  (a 
maternity  outfit  of  personal  choice),  as  compared  to  a specifically 
manufactured  maternity  suit  or  dress  (a  maternity  outfit  by  design). 

(4)  Economic  factors.  Binkin  and  Bach  (1977)  revealed  that 
approximately  4u%  of  all  pregnant  enlisted  women  who  carried  to  full 
term  elected  to  be  discharged  upon  return  from  post-partum  leave. 

This  fact  supports  the  opinion  that  many  women  stay  In  service  for 
personal  financial  benefits  through  birth  of  the  child  and  post-partum 
leave. 

3.  Conclusions. 

(a)  Commanders,  particularly  those  assigned  to  combat  arms  spe- 
cialties, strongly  feel  that  pregnant  women  Impede  mission  accomplish- 
ment due  to: 

(1)  Lost  duty  time. 

(2)  Optional  departure  from  tne  service  after  giving  birth. 

(3)  Duty  assignment  limitations  due  to  pregnancy. 
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(4)  Doubt  regaraing  deployability  overseas  at  critical  times. 

util  nil*  A™-y.d oes  not  h«ve  clear  and  distinct  dress  or 

12*tlon  ?o1lcles  pertaining  to  pregnant  women,  thus  presenting 
commanders  w! th  a dilemma.  (Several  commanders  admit  to  instructing 
the  women  to  go  home  and  come  back  after  the  baby  is  born.'1)  2 

TMt  “*  fo,,ow1"9  regaraing  pregnant 


(a) 


That  one  of  two  options  be  offered: 


merii ill  , 1 ?!01 seParat1‘°n  upon  determination  by  competent 
medical  authority  that  due  to  pregnancy  she  is  no  longer  deployable. 

(2)  Absence  without  pay  (except  medical  care)  upon  the  same 

wi thout^S^n1  naLf_?L0n  that  she  1s  no  ^^er  deployable.  The  absence 
without  pey  will  commence  upon  exhaustion  of  accrued  leave. 

viJ*Li?.th*e:r,t  ?rf?nancy  tenninates  Prl0r  to  the  birth  of  a 

1 onaer  °°eS  n?t.5urvive>  the  service  woman  no 

longer  rails  under  the  above  provisions. 

(1)  If  she  is  in  an  absence  without  pay  status,  this  will  be 
terminated  and  she  will  be  returned  to  duty  when  physically  able,  as 
detenu ned  by  competent  medical,  authority. 

ha  Jfj.  If  "ot  ab,e  to  return  to  duty  for  medical  reasons,  she  will 
be  discharged  or  retired  under  applicable  regulations. 

absence  without  pay  option  Is  selected,  before  the 
service  member  can  return  to  duty  she  must  show  evidence  that  she  is 

statan^nt^hw 1 th  and  tha*  f°rma1  child  care  arrangements  (notarized 
by  tde  natura1  substitute  parent(s))  have  been  made  to 

SoriithoHM5!9nment  °f  dep1oyraent  to  an  area  where  dependents  are 

■ i .LS|n^-a~Ct  °n  Reserve  Forces-  The  recommendations  are  compatible 
thphm^SfrSS!rVe  comP°nents  except  for  paragraph  2.3.4.2a4(a)/  Since 
the  medical  expenses  connected  with  pregnancy  are  not  paid  for  by  the 

f°Twthe  reserve  woman  Para9r«Ph  2.3.4.2.a4(a) (1 ) Is  not 
[rp  cr!j' e;  JlMTFfyJfV5  onl*  Pa1d  f°r  drills  attended,  therefore 
wV*3*4*2  4(a,(2)  is  not  cable.  When  a reservist  is  on 

of  women  In  the  areas  of  deployability  and  unit  readiness. 
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/•  Source  of  Data. 

(a)  Page  7A-1,  DCSPER,  OA  “Women  in  the  Army  Study,"  Dec  76. 

(t>)  Interview  comments. 

Revised  Policies  fS/pJegLnc^ 

77.  (d)  Surgeon  General  letter;  subject:  Report  of  Pregnancy.  14  Jul 

(e)  After  Action  Report,  Senior  Officer  Leadershio  Seminar 
Training  and  Management  Center,  (Leesburg,  VA),  24-27  Jan  1978.’ 

n i Binkin,  M.  and  Bach,  S.  J.,  Women  and  The  Military  th* 

Bookings  Institute,  Washington,  D.C. — ■ Tne 

*■  •*  a » tor 

«•  srjr 

iptntiz  wsSl^SS,SSrS!£S3 

“*«•*«  *"<■  « truly  volunteer  force.  Th? 

rights  required  that  the  role  of  women  In  the  Armvbe 

changes  made.  The  expansion  of  tSHlblrtf  wJSn  ?n  5heT2y  nJt 

Si  MOSnCriSSMditlonTeJh°f  WW*en  ?Ut  alS0  0pened  BarV  non-tSdltfon- 

-ssis2«  a ?K  ssh 

f?efo,*pul  1 f*n,"S:^*.“J'r AJllT'KfS  saftfj? a& 

ssa  aryssr  •'“* 

strength  of  women.  No  tests  or  research  was  undertaken  to  de tarsi n* 
how  much  strength  was  actually  needed  for  wch  »S  or 
possessed  the  strength  to  perform  the  critical  tasks  of  the  NOS. 

2.  Findings.  Figures  2.3.4.4  through  2.3.4.1U  dlsolav  the 


( ) T 
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Interviews  Questionnaires 

820)  (487)  (191)  (802)  (6062)  (1024)  (316)  (7428)  (204) 

Number  respondents 

Figure  2.3.4.4  ! Summary  of  Questionnaire/Interview  Responses,  Peacetime  and 
Wartime,  on  Issue  - Toughness. 
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rat  women  are  not  likely  to  be  on  profile  any  more  than  men. 
Peacetime  V -1 
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Figure  2.3.4.8  Summary  of  Questionnaire/Interview  Responses,  Peacetime  and 
Wartime,  on  Issue  • Profiles. 
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(a)  An  analysis  of  Figures  2. 3. 4. 4,  2. 3. 4. 5,  and  2. 3. 4. 6,  reveal 
that  toughness,  strength  and  endurance  are  considered  a problem  by  a 
significant  number  of  those  surveyed. 

(b)  Figure  2. 3. 4. 7 reveals  that  size  is  of  some  concern  to  the 
field  but  is  not  as  significant  as  toughness,  strength,  and  endurance. 

(c)  Figures  2.3.4.b,  2. 3. 4. 9,  and  2.3.4.10  reveal  that  profiles. 
grip  and  arm  and  leg  length  are  of  little  concern  to  the  field  when 
considering  the  overall  physical  capabilities  of  women. 

(d)  There  are  differences  between  the  physical  capabilities  of 
men  and  women  (see  Appendix  D - Physical  Capabilities  and  Limitations 
Analysis). 

(e)  A literature  review  by  Lloyd  Laubach  (reference  2.3.4.2b7(c) ) 
revealed  that: 

(1)  The  mean  percentage  of  women's  total  body  strength  is  63.5% 
that  of  men.  However,  a broad  range  from  35  to  86%  of  the  mean 
percentage  exists. 

(2)  Dynamic  muscle  strength  measurements  which  Involved  lifting, 
lowering,  pushing  and  pulling  revealed  median  percentage  differences 
that  averaged  66.8%  with  a range  from  59%  to  84%.  Subjects  used  In 
the  study  were  female  university  students. 

3.  Conclusions. 

(a)  Women  do  not  have  the  same  job  relevant  physical  capabilities 
as  men  and  this  Is  perceived  as  a major  problem  by  personnel,  Army 
wide. 

(b)  Physical  strength  capabilities  of  women  can,  however,  be 
Improved  through  conditioning. 

(c)  It  appears  that  when  tests  of  physical  strength  have  been 
standardized  and  physical  requirements  by  MDS  firmly  established,  a 
gender  free  system  can  be  Implemented.  If  this  is  achieved, 
complaints  regarding  the  NOS  qualifications  of  women  will  be  reduced 
significantly. 

4.  Recommendations. 


(a)  That  DA  establish  specific  strength  requirements  by  MOS. 

(b)  That  tests  be  developed  end  administered  at  the  AFEES  to 
determine  the  strength  potential  of  enlistees  prior  to  actual 
enlistment. 


'll*  ^ ,nc,“'3e  1n  Mch  HOS  skill  qualification  test  an 

thl  Sos "Sa  «?nSi«ii?'P*'’  t,es  “ p*rfom  the  crU,«>  “sks  “f 

5*  impact  on  Reserve  Components.  The  specific  strength 
requirements  established  for  the  active  Army  should  apply  to  the 
Reserve  components.  J 

..  i**  irpaCt  °"  Access1on  of  Women.  Physical  capabilities  will 
Sntfi  flrh  lip,ct  on.  Accession  of  women  in  non- traditional  skills 

are  i.pllaiented  a*t  ffi'irtEsT'”"""  °'  *S  •"< 

7.  Source  of  Data. 

interviews0™**  resu^ts’  WITA  Evaluation  questionnaires  and 

<b)  Perceptions  of  WITA  Evaluation  tern  members. 

,ha  JfL»C?"parat11vewl Muscular  Strength  of  Men  and  Women:  A Review  of 

fn!^lt!rat»rf\JLaubfch’  Lloyd  L*»  Phd»  u*  of  Dayton  Research 
institute.  Aviation,  Space,  and  Environmental  Medicine,  May  1976. 

(d)  Muscular  Strength  of  Women  and  Men:  A Comparative  Study. 

f^bA»llAcLl0ydMLwi  P?dA  U*  of  Oayton  Research  Institute  Tech  Report 
Patterson^AFB.^Ohio?]  fSfl!”"  Ub-  *eros‘"ce  Hedlc»’  *H9ht 

(e)  Max-WAC,  Review  and  Evaluation  by  OTEA,  8 Aug  77. 

(f)  Inferiority  of  Female  Athletes;  Myth  or  Reality. 

c*  OVERSEAS  HOUSING.  Housing  In  overseas  areas  Is  not,  for  the 
most  part,  compatible  to  coed  living. 

1.  Discussion.  The  data  collection  effort  did  not  directly 
address  housing  as  an  issue.  But,  In  every  unit  visited  by  the  team 

in«Jn^V!rShas  ?rea*  the  subJect  of  housing  was  brought  up.  For  the 
lTvfng**’  hous1n9  overseas  1s  overcrowded  and  Inadequate  for  coed 

r«nnwl?l  h<?T,?ndI!rs  **ced  Jh  Assignment  of  women  and  no  monies  to 
billets  have  generally  given  the  women  authority  to  reside 
ann£°St*  ^ec*iv1n9  cost  of  living  allowance  (COLA)  and  basic 
allowance  for  quarters  (BAQ).  This  action  frequently  creates  a morale 

*?*  "?nkse*  il  as  a special  consideration  for  the 
women  while  they  (men)  have  to  continue  living  In  overcrowded  and 
unsanitary  conditions.  The  men  also  perceive  that  the  women  are 
exempt  from  company  duties  and  therefore  "getting  over".  On  the 
women  s side  they  are  frequently  placed  In  a precarious  financial 
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position  because  of  the  high  cost  of  off  post  housing.  This  is  par- 
ticularly true  in  Europe.  Most  often  the  off  post  housing  Is  quite  a 
distance  from  the  duty  location.  By  living  off  post  the  line  of  com- 
munication between  unit  and  unit  members  is  not  clear  and,  according 
to  the  women  interviewed,  makes  them  feel  as  if  they  were  not  really 
active  members,  but  more  like  second-class  members.  The  feelings 
resulted  in  an  adverse  impact  on  the  duty  behavior  of  both  men  and 
women. 

(b)  The  housing  problem  within  the  air  defense  units  in  Europe  Is 
critical.  In  most  cases  the  billets  are  not  conducive  to  coed  living 
and  the  only  available  off  post  housing  Is  located  as  much  as  4u  KM 
away  from  the  duty  site.  The  increase  In  the  number  of  women  and  a 
resultant  decrease  in  the  number  of  men  will  not  change  the  housing 
problem. 

id.  Conclusions. 

(a)  Current  housing  overseas  Is  overcrowded. 

(b)  Much  of  the  current  military  housing  overseas  Is  not 
adaptable  to  coed  living. 

(c)  The  substandard.  Isolated  sites  manned  by  air  defense  units 
pose  particularly  critical  problems  with  regard  to  the  Integration  of 
women  into  the  organization. 

(d)  Morale  and  unit  effectiveness  Is  adversely  effected  by 
housing  problems. 

3.  Recommendations. 

(a)  That  the  Anqy  provide  for  a one  time  allocation  of  funds  to 
mooify  or  build  overseas  housing  that  will  provide  coed  facilities 
which  guarantee  necessary  privacy  to  soldiers. 

(b)  That  the  further  assignment  of  women  to  units  with  Isolated 
duty  sites  be  suspended  until  renovation  and  modification  Is 

compl eted. 

4.  Impact  on  Reserve  Components.  There  Is  no  Impact  until  such 
time  that  Reserve  forces  are  deployed. 

5.  Impact  on  Accession  of  Women.  Increased  accessions  without 
considering  recommendations  could  result  In  serious  problems. 

6.  Source  of  Data.  Comments  from  Interviews  during  field  data 
col 1 ectlon  visits. 
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a!  fj.ElP  UNIFORMS  AnD  EQUIPMENT.  Is  the  fatigue  uniform  ana 

f*rt*1n  ’tems  °r ne,d  equipment  adequate  for  utilization  o y women  in 
the  Army? 

1*  Background.  Women  are  now  required  to  participate  in  field 
duties  along  with  male  soldiers,  using  certain  clothing  and  equipment 
designed  for  men.  This  increased  use  of  field  clothing  has  high- 
lighted serious  problems  concerning  the  adequacy  of  the  fatigue  uni- 
form and  certain  field  equipment. 

2.  Findings. 

(a)  Field  equipment  and  most  field  clothing  has  been  engineered 
for  the  average  male.  Women  are  being  Issued  the  smaller  sizes  (if 
items  come  in  sizes),  and  these  often  are  Inadequate, 

(b)  The  fatigue  uniform  currently  issued  to  females  in  the 
clothing  bag  is  made  of  lightweight  material  which  does  not  stand  uo 
to  constant  daily  wear. 

(c)  Currently,  there  is  no  adequate  cold  weather  field  clothing 
tor  women  in  the  supply  inventory. 

(d)  A more  specific  analysis  of  the  various  items  is  included 
bel  ow: 


Fatigue  uniform 


Field  jacket 


PROBLEMS 

Made  of  light- 
weight material, 
not  suited  for 
cooler  climates; 
wears  out  much 
faster  than  the 
men's  uniform;  not 
available  in  durable 
press  material. 

Not  nearly  warm 
enough  for  the 
winter  months,  even 
in  the  milder  tem- 
perate zones;  overall 
length  and  arm 
length  Is  generally 
too  short;  when  worn 
with  liner,  restricts 
movement. 


CURRENT  STATUS 

A fatigue  uniform,  compara- 
ble to  the  men's 
durable  press  uniform 
has  been  developed  and  is 
scheduled  to  enter  supply 
system  in  Oct  79. 


Studies  are  now  being 
conducted  for  design 
of  new  field  jacket; 

In  the  meantime  smaller 
versions  of  the  men's 
field  jacket  are  being 
made  to  be  In  supply 
system  by  early  79. 
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ITEM 

Field  jacket 
liner 


Boots 


OG  Shirt  ana 
trousers 


Cold  weather 
under  garments 


Gloves 


Protective  mask 


PROBLEMS 

Does  not  provide  warmth 
when  wet;  wool  mate- 
rial causes  skin 
irritation;  when  worn 
with  field  jacket, 
it  restricts  movement. 


Do  not  fit  properly; 
tend  not  to  hold  up 
during  prolonged  field 
problems;  construction 
of  boot  may  tend  to 
lead  to  certain  physi- 
cal problems. 

There  are  a few  in  the 
supply  system,  though 
only  in  limited  quanti- 
ties; made  of  light- 
weight wool  material 
which  does  not  main- 
tain body  heat;  there 
are  no  field  pants 
available  for  women. 

Currently,  there  are 
; none  designed  for  women; 
they  are  being  issued 
men's,  which  are  too  big 
overall,  when  these  are 
available  for  issue 
as  TA-5u-9ul  clothing 
items. 

Generally,  they  are 
too  large,  making  it 
difficult  to  perform 
tasks  requiring  dex- 
terity. 

Generally,  the  mask 
Is  to  large  for  the 
small,  narrow  faces 
of  women. 


CURRENT  STATUS 

Studies  are  now  being 
conducted  for  better  design; 
in  the  meantime  smaller 
versions  of  the  men's 
liner  are  being  developed 
to  go  along  with  men's 
jacket,  to  be  in  system 
by  early  79. 

As  the  female  boot  stocks 
are  depleted,  women  are 
being  issued  men's  boots  - 
these  boots  being  slightly 
modified  in  the  smaller 
sizes  to  conform  better 
to  female's  foot. 

A decision  has  not  been 
made  concerning  the  06 
shirt  and  trousers;  studies 
are  being  conducted  for 
revision  of  men's  field 
pants  for  use  by  females. 


At  present,  problem  is 
not  being  addressed. 


A smaller  size,  of  the  men's 
leather  shells  and  Inserts 
has  been  developed; 
these  are  now  available 
for  Issue. 

A smaller  mask  Is 
currently  being  developed; 
a release  date  has  not 
been  established. 


ITEM 

Flak  vest 


Load  bearing 
equipment 


Maternity  uniform 


PROBLEMS 

Leaves  stomach  aanger- 
ously  exposed. 

Ooes  not  take  into 
consideration  the 
female  bustline. 


Strap  places  weight 
directly  across  breast, 
increasing  discomfort 
and  causing  possible 
muscle  damage;  in 
many  cases,  it  Is  also 
too  large. 

Morale  of  other  sol- 
diers affected  by  preg- 
nant soldiers  wearing 
civilian  clothes; 
optional  uniform  is 
too  costly. 


CURRENT  STATUS 

A vest  with  bullet  proof 
seams  that  can  be 
tailored  for  safe,  comfort- 
able wear  has  been  developed; 
a release  date  has  not  been 
established. 

Equipment  is  currently 
being  redesigned  to 
solve  these  problems;  a 
release  date  has  not 
been  established. 


Problem  has  been  addressed; 
no  maternity  uniform  is 
being  planned. 


3.  Conclusions. 

(a)  Problems  associated  with  field  uniforms  and  equipment  for 
women  are  in  various  stages  of  being  solved.  Until  the  Issues  are 
resolved,  women  will  find  field  duty  to  be  more  difficult  and 
uncomfortable  than  it  otherwise  would  be. 

(o)  Any  sudden  increase  in  the  number  of  women  In  the  Army 
without  sufficient  lead  time  to  Insure  availability  of  clothing  and 
equipment  will  create  critical  clothing  shortages. 

4.  Recommendations. 

(a)  That  future  Items  of  clothing/equipment  be  designed/ engi- 
neered for  the  average  soldier  without  regard  to  sex  when  possible. 

(b)  That  the  designs  of  Items  currently  under  development  be 
reviewed  and  that  the  Issue  of  new  designs  to  the  field  be 
accelerated. 

5.  Impact  on  Reserve  Component.  The  field  uniform  and  equipment 
1ssues  Impact  on  the  Reserve  components  the  same  as  the  active  Anqy. 


2-87 


b.  Impact  on  Accession  of  Women.  The  clothing  ana  equipment 
issue  critically  impacts  on  increases  without  sufficient  lead  time  to 
increase  procurement  of  clothing  and  equipment. 

4 

7.  Source  of  Data. 

(a)  US  Army  Material  Development  and  Readiness  Command  (DARCOM). 

(o)  Human  Engineering  Laboratory  (HEL)  at  Aberdeen  Proving 
brouna,  MD. 

(c)  NATICK  Research  and  Development  Command  (NARADCOM),  MA. 

(d)  Army  Times,  lb  Jan  7b  issue. 

2. 3. 4. 3.  Issues  Applicable  to  Both  Sexes. 

a.  LEADERSHIP.  The  issue  of  leadership  permeates  the  Issues 
relevant  to  women  in  the  Artty,  either  in  terms  of  leadership  by  women 
or  leadership  of  women.  Inherent  in  this  Issue  Is  the  need  to  examine 
what  characteristics  of  women  make  their  ability  to  lead  and  follow 
different  from  their  male  counterparts;  how  women's  perceived 
leadership  potential  affects  men's  acceptance  of  «*>men  In  non- 
tradi tional  jobs;  female  self-image;  and  equality  of  opportunity  and 
responsibility.  A complete  discussion  of  leadership  by  women  and 
leadership  of  women  Is  at  Annex  2,  Appendix  A-4. 

1.  Findings. 

(a)  More  women  officers/ supervisors  are  coming  Into  the  Ariqy. 

(b)  Women  will  be  required  to  serve  In  the  same  leadership 
positions  as  their  male  counterparts  for  professional  advancement. 

(c)  Women  are  now  attending  basic  training  and  officer  commis- 
sioning schools  with  their  male  counterparts. 

(d)  Women  are  now  serving  In  formerly  all  male  units. 

(e)  There  are  still  dual  standards  which  are  prejudicial  to  both 
men  and  women. 

(f)  There  are  Insufficient  role  models  within  the  Anqy  for  female 
leaders,  particularly  In  the  non-coMrissloned  officer  corps. 

(g)  The  WITA  survey  analysis  (Figures  2.3.4.11  through  2.3.4.14) 
reflects,  by  population  category,  the  percent  of  the  population 
surveyed  who  consider  the  issue  of  “leadership"  and  Its  Integral  parts 
(aggressiveness,  ability  to  gain  respect  and  confidence)  to  be  a 
problem  In  the  utilization  of  women  In  the  Anqy. 
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Issue:  Aggressiveness  - In  general  women  have  the  necessary  aggressiveness  to  perform  in  any  MOS  or  unit  to  which  they  may  be  assigned. 
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(n)  (820)  (487)  (191)  (802)  (6062)  (1024)  (316)  (7428)  (204) 

n - Number  respondents 

Figure  2.3.4.12  Summary  of  Questionnaire/Interview  Responses,  Peacetime  and  Wartime, 
on  Issue  - Aggressiveness. 


Gains  Respect  • In  general  women  can  gain  the  respect  of  fellow  team  members  in  any  MOS  or  unit  to  which  they  may  be  assigned. 
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n - Number  respondents 

Figure  2.3.4.13*  Summary  of  Questionnaire/Interview  Responses,  Peacetime  and 
Wartime,  on  Issue  - Gains  Respect. 
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(h)  Based  on  a literature  search  and  review,  there  Is  compelling 
evidence  to  indicate  that  in  leadership  roles  women  will  be  signifi- 
cantly less  effective  than  men  in  the  near  term.  The  overriding 
’ influence  is  the  conceptualization  of  the  women's  role  by  both  men  and 

women,  until  the  socialization  process  of  the  American  society  as  a 
whole  changes  those  factors  in  personality  development  that  work 
against  women  developing  leadership  potential  on  a par  with  men,  the 
Army  must  continue  to  emphasize  the  leadership  and  professional 
training  of  women. 

(1)  Leadership  plays  an  Instrumental  role  in  male  acceptance  of 
women  in  non- traditional  jobs,  female  self-image,  and  equity  of 
opportunity  and  responsibility.  In  some  cases,  women  are  treated  as 
unique  when  they  should  be  treated  as  equal  to  their  male 
counterparts.  In  other  cases  the  peculiar  needs  of  women  have  not 
been  recognized. 

(j)  A further  source  concerning  leadership  was  obtained  by  an 
ADMINCEN  (WITA)  sponsored  Senior  Officer  Leadership  Seminar  at 
Leesburg,  Virginia,  24-27  January,  1W78.  While  some  uniquely  female 
problems  were  Identified,  most  problems  surfaced  encompassed  both  men 
and  women.  There  is  a general  perception  that  women  are  not  yet 
considered  an  integral  part  of  the  total  military  force. 

(k)  It  is  obvious,  after  researching  the  literature,  that  the 
introduction  of  women  into  previously  all  male  groups  will  alter  the 
dynamics  and  affect  the  performance  of  these  groups.  What  is  less 
clear,  however.  Is  what  will  actually  take  place  In  the  Interaction 
between  the  members  and  what  affect  this  will  have  on  their  perform- 
ance. The  missing  variable  In  the  equation  Is  In  large  measure 
leadership. 

2.  Conclusions. 

(a)  While  the  WITA  survey  data  does  not  evidence  great  concern 
regarding  female  leadership  ability,  the  literature  reflects  some 
concern. 

(b)  Group  studies  show  men  tend  to  dominate  In  groups  and  both 
men  and  women  tend  to  prefer  male  leaders. 

(c)  Increasing  the  number  of  women  In  leadership  roles  may  have  a 
negative  impact  on  the  overall  effectiveness  of  An ay  leadership. 
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(d)  The  performance  of  women  Is  affected  by  leadership  and  management 
policies  more  than  their  male  counterparts. 

(e)  Bias,  resulting  in  preferential  or  hostile  treatment. 

Inhibits  the  proper  utilization  of  women  in  Army  units. 

(f)  Men  express  significantly  less  favorable  attitudes  toward 
women  assuning  a military  role  in  a combat  environment  versus 
incumbency  in  the  same  role  outside  the  wartime  context. 

(g)  There  are  policies  and  regulations  with  dual  standards  for 
men  and  women.  They  are  a source  of  irritation  to  mariy  men,  and 
concomitantly  limit  meaningful  opportunity  and  career  development  for 
women. 


(h)  Many  women  need  additional  training  In  weapons,  tactics,  and 
the  techniques  of  living  in  the  field. 

(i)  The  Introduction  of  women  into  previously  all  male  groups 
will  alter  the  dynamics  and  affect  the  performance  of  that  group. 

(j)  (iood  leadership  can  mitigate  against  the  problems  associated 
with  the  integration  of  women  Into  non- traditional  roles  and  units  of 
the  Army. 

(k)  The  lack  of  female  role  models  in  leadership  positions,  at 
both  the  MCO  and  officer  level.  Impacts  negatively  on  development  ;f 
women  as  leaders. 


3.  Recommendations 


(a)  That  the  programs  of  Instruction  of  TRADOC  professional 
development  courses  contain  a segment  of  Instruction  on  leadership  and 
managerial  considerations  pertinent  to  women  In  the  Army  to  Include: 
discussion  of  the  female  physiology;  male  reaction  to  women  soldiers 
and  leaders;  policies  concerning  assignment  opportunities  and 
restrictions;  ano  social  relationships  between  men  and  women  in  the 
Army. 

(b)  That  human  relations  instruction  give  added  emphasis  to 
relationships  between  soldiers  of  opposite  sex. 

(c)  That  women  receive  Instruction  In  basic  tactics  and 
techniques  for  living  In  the  field  through  officer  and  noncommissioned 
officer  training  programs,  as  well  as  through  unit  training  programs. 

(o)  That  policies  and  regulations  be  reviewed  to  eliminate  dual 
standards  for  men  and  women. 
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(e)  That,  where  appropriate,  successful  female  leaders  should  be 
encouraged  to  move  into  non- traditional  skills  which  are  now  opening 
to  women,  to  provide  role  moaels  for  younger  female  soldiers. 

(f)  That  the  potential  effect  of  the  introduction  of  women  into 
elite,  all  male  units  (e.g.,  airborne,  ranger,  and  special  forces)  be 
studied. 

Impact  on  Reserve  Components:  Recommendations  should  be 
extended  to  Reserve  components. 


Impact  on  Accessions:  Leaaership  critically  impacts  on  the 
retention  ano  attrition  rates  of  women  in  the  Army. 

Source  of  Data:  See  Annex  2,  Appendix  A-4. 


b.  SOLE  PARENT, 
parent? 


Can  women  perform  well  even  if  they  are  sole 


1.  Background. 

(a)  When  commanders,  military  supervisors  and  soldiers  were  asked 
this  question,  they  responded  by  saying  that  the  sole  parent  issue  was 
an  Army  problem  and  related  to  both  men  and  women.  Therefore,  for  the 
purposes  of  this  study,  the  term  "Sole  Parent"  will  be  understood  to 
mean:  "An  Army  service  member  having  sole  physical  responsibility  for 
a dependent  child,  without  another  adult  in  residence." 

(b)  There  are  five  circumstances  that  may  result  in  an  individual 

becoming  a sole  parent.  i- 

(1)  The  death  of  a soldiers'  spouse,  with  retention  of  child 
custody  by  the  soldier. 

(2)  Divorce  or  legal  separation  with  the  soldier  being  awarded 
custody  of  the  child  or  children. 

(3)  Adoption  of  a child  by  a single  soldier. 

(4)  Transfer  of  one  parent  when  both  are  service  members. 

(5)  Birth  of  a child  to  an  unmarried  soldier. 

Of  the  five  circumstances,  only  birth  to  an  unmarried  soldier  is  a 
uniquely  female  factor,  all  others  are  applicable  equally  to  males  and 
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(c)  The  USAADMINCEN  Senior  Officer  Leadership  Seminar  on  Women  in 
the  Army  (24-27  January  78)  developed  conclusions  that  the  Am\y  should 
apply  the  same  standards  to  sole  parents  as  it  does  to  everyone  else. 
That  is,  that  the  individual  has  a responsibility  to  earn  the  pay 
received.  If  this  cannot  be  done  because  of  being  a sole  parent,  then 
other  employment  opportunities  should  be  explored.  One  of  the  recom- 
mendations made  was  to  involuntarily  separate  the  first  term  sole 
parent  and  handle  soldiers  in  a career  status  on  a case  by  case  basis. 
The  seminar  participants  were  adamant  in  not  wanting  the  Arnjy  to  get 
into  the  child  care,  day  care  center  business. 

2.  Findings 

(a)  uased  on  responses  to  a questionnaire  administered  by  WITA, 
there  are  numerically  more  male  single  parents  than  women.  However,  a 
higher  percentage  of  the  female  soldiers  are  sole  parents  (see  Figure 
2.3.4.18) . 

(1)  Sole  parents  as  a percent  of  the  total  sample: 


Sole  Parents 


(2)  Female  percentage  of  total  sole  parents: 


Female  (2b) 


Male  (152) 


(3)  Sole  parents  as  a percent  of  total  fwale  sample: 

10. 5»  Female  sample  


le  sole  parents 


(4)  Sole  parents  as  a percent  of  total  male  sample: 
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While  the  sample  of  women  is  small,  it  is  representative  of  all  women 
serving  in  the  MOS  surveyed.  The  target  population  of  women  in  the 
MOS  list  was  3,37b.  A total  of  2u4  responded  to  the  questionnaire 
yielding  a confidence  level  of  tib%. 

(b)  The  Army  considers  its  personnel  to  be  on  duty  or  on  call  for 
duty  24  hours  a day,  regardless  of  personal  problems. 

(c)  The  only  day  care  facilities  at  Army  posts  in  the  United 
States  are  those  provided  by  non-appropriated  fund  activities  or  by 
wives  clubs.  These  facilities  are  limited  in  the  hours  they  remain 
open,  as  well  as  the  actual  facilities  provided.  Also  available  In 
CONUS  are  commercial  child  care  facilities  within  the  civilian  com- 
munity. The  availability  of  these  same  services  and  facilities  would 
be  even  less  overseas. 

(d)  Army  regulations  dealing  with  the  subject  state  that  no 
special  consideration  is  to  be  given  to  sole  parents. 

(e)  Results  of  1421  interviews  revealed  that  a majority  of  both 
males  and  females  feel  the  problem  of  sole  parenthood  is  not  unique  to 
females,  but  is  equally  applicable  to  male  soldiers.  Of  27  Issues 
presented,  the  men  saw  the  issue  of  sole  parents  as  the  third  most 
significant  problem.  Pregnancy  was  first  and  strength  second.  The 
women  saw  the  issue  of  sole  parents  as  the  fourth  most  significant 
problem. 

(f)  Commanders  interviewed  tended  to  regard  the  problem  as  one  of 
unit  readiness,  deployability,  and  field  duty.  The  soldier  In  the 
ranks  perceived  the  problem  as  one  of  having  to  do  less  desirable  or 
ex*ra  duty  such  as  night  shift  and  remote  site  work,  in  order  to 
compensate  for  the  Inability  of  the  sole  parent  to  obtain  child  care. 
Both  views  have  a deleterious  impact  on  the  morale  of  a unit. 

(g)  Other  soldiers  in  the  unit  perceive  that  the  sole  parent  Is 
not  performing  the  same  kinds  or  amounts  of  non-MOS  related  duties. 
Comments  made  by  unit  commanders  indicate  this  perception  Is  valid. 

As  an  example,  the  Ref-WAC  77  study  by  ARI,  shows  that  of  77  females 
not  deployed  by  the  1st  Infantry  Division  on  REFORGER  77,  six  were 
left  behind  because  they  were  sole  parents.  This  appears  significant 
in  that  7.b%  of  the  reasons  for  non-deployability  of  women  In  the  1st 
Infantry  Division  were  for  reasons  of  sole  parenthood.  There  Is  no 
comparable  data  available  for  males.  Commanders  at  all  levels  are 
frustrated  by  the  question  of  how  to  deploy  their  units  without  wan- 
tonly abandoning  the  children  of  sole  parents,  something  that  isn't 
taught  In  the  service  schools,  but  Is  a "real  world"  problem.  The 
normal  response  Is  to  say,  "No  favoritism  or  special  consideration," 
out  then  to  tolerate  It  when  the  point  of  decision  Is  reached. 
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(h)  Individuals  attending  the  summer  1977  class  at  the  Sergeants 
Major  Academy  at  Fort  Bliss,  Texas  were  almost  equally  divided  on  the 
issue,  with  47%  perceiving  the  issue  as  a problem  in  peacetime  and  58% 
under  wartime  conditions  (see  Table  2.3.4.31. 

(i)  The  same  table  also  reveals  that  of  the  802  students  at  the 
Command  and  General  Staff  College,  51%  feel  that  the  sole  parent  issue 
is  a problem  in  peacetime,  62%  in  time  of  war. 

(j)  Table  2. 3. 4. 3 also  reveals,  by  category  of  respondents  within 
the  59  MOS  survey  population,  the  percentage  of  those  who  consider  the 
issue  of  being  a sole  parent  as  a problem  in  peacetime  and  during  war- 
time. It  must  be  remembered  that  the  condition  of  being  a sole  parent 
was  addressed  in  the  above  described  1 ntervi ews  and  questionnaires, 
but  the  possible  causative  factors  were  not  introduced.  The  majority 
of  personnel  directly  interviewed  tended  to  state  that  the  issue  was 
not  uniquely  female  in  nature.  There  is  no  basis,  however,  for  as- 
suming that  the  questionnaire  respondents  considered  it  to  be  anything 
other  than  applicable  to  females,  si nce~this  Issue  was  raised  as  part 
of  a survey  on  women  in  the  Army. 

3.  Conclusions. 

(a)  The  issue  of  sole  parenthood  is  not  uniquely  female  in 
nature. 

(b)  Although  there  are  more  men  than  women  sole  parents  in  the 
Army,  a higher  percentage  of  the  female  soldier  population  are  sole 
parents. 

(c)  The  inability  of  sole  parents  to  pull  shift  work  because  of 
unreliable  child  care  facilities,  their  questionable  dependability  In 
the  event  of  mobilization,  and  status  with  regards  to  deployability 
are  areas  of  concern  to  the  field. 

(d)  Due  to  unique  problems  associated  with  their  particular 
circumstances,  sole  parents  are  perceived  as  receiving  preferential 
treatment  within  their  units. 

(e)  Based  on  the  percentages  of  female  sole  parents  in  the 
sample,  it  appears  that  an  Increase  In  the  number  of  females  in  the  59 
target  MOS  would  produce  a corresponding  Increase  In  the  number  of 
female  sole  parents,  by  a ratio  of  10%.  No  statistically  reliable 
Information  exists  for  males. 

4.  Recommendation.  That  any  service  member  who  becomes  a sole 
parent  and  retains  physical  custody  of  a dependent  under  18  years  of 
age  be  offered  the  following  options: 


i 
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(a)  If  sole  parent  status  is  attained  by  death,  separation  or 
aivorce,  the  service  member: 

(1)  Be  required  to  provide  evidence  that  formal  child  care 
arrangements  (notarized  statement  by  the  natural  and  substitute 
parent! s) ) have  been  made  or  given  one  year  in  which  to  make  these 
arrangements,  in  accordance  with  Section  I or  II,  AR  614-20U. 

(2)  Be  separated  from  the  service  at  the  end  of  the  year  If 
satisfactory  arrangements  have  not  been  made. 

(b)  If  sole  parent  status  is  attained  through  adoption,  the 
service  member: 

(1)  Be  required  at  the  time  of  adoption  to  provide  evidence  of 
formal  child  care  arrangements  (notarized  statement  by  the  natural  and 
substitute  parent! s)),  to  prevent  delay  or  deferral  in  the  event  of 
assignment  or  deployment  to  an  area  where  dependents  are  not 
authorized. 

(2)  Be  separated  from  the  service  if  satisfactory  arrangements 
have  not  been  made. 

*>•  Impact  on  Reserve  Components.  The  issue  of  sole  parents  be- 
comes a major  problem  to  the  Reserve  components  only  at  the  point  of 
mobilization.  The  above  recommendations  should  be  staffed  with  the 
National  Guard  Bureau  and  the  Office,  Chief  of  the  Army  Reserve  prior 
to  announcing  any  definitive  change. 

Impact  on  Accession.  None. 

7.  Source  of  Data. 

(a)  AR  55-56:  Travel  of  Dependents  and  Accompanied  Military  and 
Civilian  Personnel  To,  From,  or  Between  Oversea  Areas,  6 Oct  75. 

(b)  AR  614-2uu:  Enlisted  Personnel  Selection,  Training,  and 
Assignment  System,  Grades  E-l  Through  E-9,  June  1970. 

(c)  AR  635-12U:  Personnel  Separations,  Officer  Resignations  and 
Discharges,  May  1977. 

AR  635-2uu:  Personnel  Separations,  Enlisted  Personnel,  July 

I960. 

(e)  WITA  Evaluation  Questionnaires  and  Interviews,  Nov-Dec  1977. 

(f)  Women  In  The  A nay  Study,  DCSPER,  December  1976. 

(g)  Magazine:  A nay  Administrator,  September/October  1977. 
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c.  FRATERNlZATIuN.  Is  sex  fraternization  a perceived  problem  in 
the  field  when  considering  the  expanding  roles  and  numbers  of  women  in 
the  Army? 

1.  Background.  The  increasing  numbers  ana  expanding  roles  of 
women  in  the  Army,  particularly  in  specialties  and  units  formerly  the 
exclusive  domain  of  men,  have  generated  an  assortment  of  troublesome 
social  concerns  loosely  lumped  together  under  the  label  of  sex 
fraternization.  In  the  context  of  the  WITA  evaluation,  the  term  sex 
fraternization  generally  refers  to  social  interactions,  real  or 
perceived,  between  male  and  female  service  members  that  promotes 
individual  and/or  group  animosity,  dissension,  or  antagonism.  This 
definition  evolves  from  interpretations  of  the  term  gleaned  from  field 
survey  comments.  Unlike  traditional  military  fraternization  which 
speaks  strictly  to  questionable  officer-enlistee  relations,  field 
interpretations  of  sex  fraternization  make  no  such  distinction  in  many 
cases. 


2.  Findings. 

(a)  As  indicated  by  Figure  2.3.4.16,  the  field  perceives  sex  fra- 
ternization to  be  a problem  - one  which  is  more  significant  in  wartime 
than  in  peacetime.  Following  are  the  principal  opinions  and 
perceptions  on  the  matter  expressed  in  the  field. 

(1)  Sex  fraternization  is  an  inevitable  consequence  of  the  wide- 
spread Integration  of  women  throughout  the  An ny.  The  basis  cited  is 
the  close,  interpersonal  nature  of  Army  life,  particularly  In  the 
field.  Natural  as  It  seems,  however,  in  view  of  contemporary 
America's  liberal  attitudes  toward  sex,  sex  fraternization  is  seen  as 
a clear  distraction  and  threat  to  expedient  mission  accomplishment. 
Cited  as  especially  vulnerable  to  the  problems  of  sex  fraternization 
are  mixed  gender  teams  or  small  units  with  remote,  isolated  missions. 
Of  grave  concern  are  the  speculative  effects  on  combat  potency.  Wide- 
spread rape  Is  also  feared  in  stressful  situations. 

(2)  Women  are  distractive  to  men  and  as  long  as  the  ratio  of  men 
to  women  in  the  Army  remains  large,  many  male  soldiers,  if  not  the 
majority,  will  accept  women  as  women,  but  not  as  soldiers.  This  es- 
sentially mirrors  the  perception  aired  at  the  Senior  Officer 
Leadership  Seminar  held  24-27  January  1978,  that  women  are  not  yet  an 
integral  part  of  the  total  military  force.  A common  perception  Is 
that  women  are  mere  spectators,  part  time  help,  and  second  class 
soldiers  to  be  withdrawn  at  the  outbreak  of  hostilities. 

(3)  On  the  other  hand,  the  minority  status  of  women  In  the  Army 
inevitably  subjects  them  (especially  the  younger  ones)  to  social  pres- 
sures far  beyond  those  normally  endured  In  the  civilian  world.  (This 
is  especially  true  at  installations  situated  in  remote  areas  where  the 
availability  of  compatible  civilian  women  is  relatively  sparse,  or 
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Figure  2.3.4.16  Summary  of  Questionnaire/Interview  Responses,  Peacetime  and  Wartime,  on 
Issue  - Fraternization. 
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overseas  where  language  barriers  must  be  overcome.)  The  competition 
for  their  attention  and  affection  Is  keen  among  the  male  majority. 

Some  relish  the  attention  heaped  upon  them  (occasionally  to  the 
detriment  of  their  and  other's  contribution  to  the  mission).  Others 
exploit  it  among  their  peers  or  even  their  supervisors  in  some  cases 
as  discussed  below.  Incessant  male  pressure  often  Intimidates  women 
into  compromising  social  relationships.  Naive  enlistees  sometimes  go 
to  unwarranted  lengths  to  please  exploitive  supervisors,  some  of  whom 
have  been  known  to  threaten  women  with  non-promotion  for  failure  to 
yield  to  their  social  desires.  Finally,  some  women  are  said  to 
actually  believe  that  submission  to  the  male  is  expected  of  them  in 
the  Army. 

(4)  A subject  of  some  of  the  loudest  and  most  frequent  complaints 
about  female  soldiers  is  the  contention  that  many  of  them  exploit  the 
feminine  attributes  of  their  sex  to  win  undeserved  promotions,  desir- 
able job  assignments,  and  exemptions  from  disagreeable  details. 
Although  the  prevalence  of  this  practice  Is  speculative,  it  is  safe  to 
assume  that  it  does  indeed  exist.  Where  it  succeeds  (in  the  woman's 
favor)  it  is  attributable  to  deficient  leadership — leadership  which  is 
either  self  serving  or  inept  in  the  management  of  women.  The  self 
serving  leader  In  this  context  embraces  or  perhaps  even  encourages 
female  exploitation  in  the  hope  of  realizing  a social  relationship  in 
return.  The  Inept  leader  Is  simply  unskilled  In  the  effective 
leadership  of  women,  and  In  addition  sometimes  harbors  the  notion  that 
women  In  the  military  environment  are  at  an  inherent  disadvantage, 
thereby  warranting  compensatory  treatment. 

(6)  Perhaps  the  most  potentially  dangerous  form  of  sex  fraternization 
proliferating  the  Army  today  Is  dating  between  officers  or  NCO's  and 
enlisted  women.  ( Intra- service  marriages  are  discussed  elsewhere  In 
this  report.)  Such  conduct  for  whatever  reasons  proffered.  Including 
the  oft  claimed  right  of  free  association.  Is  rarely  not,  at  least  In 
some  degree,  prejudicial  to  good  order  and  discipline.  Corroborating 
this  contention  Is  the  fact  that  in  Staton  vs.  Froehlke,  the  US 
District  Court  In  Washington,  DC  fully  supported  the  military  position 
that  First  Amendment  freedoms  are  not  absolute. 

"Persons  certainly  do  not  forfeit  constitutional 
protections  upon  entrance  Into  the  military.  Still, 
the  different  character  of  military  life  and  of  the 
military  community  may  require  a restriction  of 
certain  conduct  that  Is  considered  to  adversely  affect 
discipline  and  the  proper  performance  of  duties... 

While  similar  limitations  might  be  offensive  If 
applied  to  civilians.  In  the  context  of  military  life 
the  prohibition  on  specified  types  of  fraternization 
serves  a valid  and  necessary  purpose." 
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(b)  In  the  same  vein,  civilian  industry  also  takes  a dim  view  of 
tins  type  of  Behavior,  generally  considered  a Breach  of 

??rox  Corporation  for  instance,  dismisses  management 
personnel  found  guilty  of  such  conduct. 

*rmy  in  the  field  appears  to  be  in  a quandry  in  its 
eJf£rtS  *°  treat  the  maladies  of  sex  fraternization.  In  the  absence 
of  DA  guidance,  commanders  at  all  levels  are  promulgating  their  own 
policies.  Unfortunately  though,  however  honorable  these  efforts  may 
be,  the  creeping  advance  of  sex  fraternization  throughout  the  Army 
does  not  speak  well  of  their  effectiveness. 


(d)  There  are  no  service  regulations  or  UCMJ  articles  that 
specifically  prohibit  fraternization. 

3.  Conclusions. 


(a)  A by  product  of  the  expanding  roles  and  numbers  of  women  in 
tne  Army  is  that  the  communal  nature  of  military  life  creates  a 
greater  possibility  for  sex  fraternization. 


lb)  The  traditional  definition  of  fraternization  relating  to  the 
relationships  between  officer  and  enlisted  personnel  is  inadequate  in 
fu1 ly  Integrated  Army.  Fraternization  now  encompasses  socializa- 
tion, dating,  courting,  and  marriage. 


An"y  d?es  "ot  Pr°v1de  clear  guidelines  to  the  field  in 
the  area  of  fraternization. 


(d)  Leaders  have  difficulty  controlling  fraternization  in  the 
interest  of  good  order  and  discipline  while  Insuring  equitable 
treatment  of  all  personnel. 


4.  Recommendations. 

(a)  That  DA  define  unacceptable  fraternization. 


(b)  That  workable,  legally  defensible  guidelines  be  established 

r^nM*!!^e4PI!?c^ca]ly  ?PP11ed  at  a11  levels  by  both  the  chain  of 
command  and  Individual  soldiers. 

c •*  enunciated  during  the  Senior  Officer  Leadership 

Seminar,  DA  publish  general  policy  guidance  and  aaend  appropriate 
Army  regulations  to:  reaffirm  customs  and  traditions  essential  to 

s“cf*ss  J"  combat;  preclude  practices  prejudicial  to  good 
order  and  discipline  (l.e.,  standards  of  conduct  and  conflict  of 
interest);  and  establish  training  programs  to  ensure  all  personnel 
understand  the  customs,  traditions,  and  expected  standards  of  conduct 
ot  service  members. 
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b.  Impact  on  Reserve  Components.  Fraternization,  in  the 
traditional  sense,  has  long  been  a problem  in  the  Reserve  components 
largely  because  of  relative  differences  between  the  civilian  and 
military  standings  of  many  citizen  soldiers.  Problems  of  this  nature 
are  generally  resolved  on  an  individual  basis.  It  is  reasonable  to 
assume  that  sex  fraternization  will  accompany  the  expanding  roles  and 
numbers  of  women  in  the  Reserve  components  just  as  it  has  In  the 
active  Army.  Accordingly,  it  is  Incumbent  on  the  Reserve  components 
to  keep  abreast  of  the  means  with  which  the  active  Anny  contends  with 
sex  fraternization. 

6.  Impact  on  Accession.  No  Impact. 

7.  Source  of  Data. 

(a)  After  Action  Report.  Women  in  the  Army,  Senior  Officer 
Leadership  Seminar,  24-27  Jan  7b,  US  Army  Administrative  Center,  Ft 
Benjamin  Harrison,  IN. 

(b)  Staton  v.  Froehlke.  39u  F.  Supp.  5U6,  5u7  (1975). 

(c)  Comments  from  Interviews. 

d.  INTRA-SERVICE  MARRIAGE.  The  subject  of  Intra-service 
marriages  and  their  impact  on  deployability,  readiness,  and  problems 
in  personnel  management  surfaced  frequently  in  interviews  with 
commanders. 

1.  Findings. 

(a)  A natural  consequence  of  the  expanding  roles  and  numbers  of 
women  In  the  military  Is  an  Increase  In  mmbers  of  Intra- service 
marriages.  The  actual  nunber  Is  unknown. 

(b)  Army  policy  Is  to  assign  service  couples  to  sites  at  which 
they  can  establish  common  domicile,  consistent  with  the  needs  of  the 
Army. 

(c)  A number  of  problems  prevail: 

(1)  Marriages  between  officers  and  enlisted  personnel  frequently 
encounter  professional  as  well  as  social  repudiation  within  the  mili- 
tary community.  The  underlying  perception  Is  that  such  marriages  are 
tantamount  to  fraternization,  traditionally  a military  taboo.  A 
factor  in  this  regard  Is  the  authorization  for  such  couples  to  occupy 
officers  quarters. 

(2)  The  children  of  such  couples  pose  special  problems,  the 
foremost  of  which,  full  time  child  care.  Impacts  on  the  parents 
deployability  and  hence  their  units'  readiness.  Furthermore,  when 
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either  parent  receives  exemptions  from  military  duties  because  of 
parental  concerns,  peer  perceptions  are  apt  to  be  of  unwarranted 
preferential  treatment. 

• 

(3)  When  the  needs  of  the  Army  preclude  common  domicile,  a 
decision  must  be  reached  as  to  who  keeps  the  children.  The  parent 
keeping  the  children  becomes  in  effect,  a sole  parent. 

(4)  Despite  the  Army's  best  efforts  to  collocate  married  service 
partners,  intra-service  marriages  are  still  subject  to  long 
separations.  On  the  other  hand,  to  maintain  joint  domicile  service 
members  may  sometimes  have  to  forego  choice  assignments. 

2.  Conclusions. 

(a)  Department  of  Army  does  not  know  how  mar\y  intra- service, 
active  duty  marriages  it  has  within  its  ranks. 

(b)  Intra-service  marriages  are  potentially  counter-productive  to 
Individual,  as  well  as  unit,  deployability  and  readiness. 

(c)  Intra-service  marriages  require  special  personnel  management. 

(d)  The  care  and  custody  of  the  children  of  intra-service 
marriages  pose  the  most  limiting  restrictions  on  the  deployment  and 
utilization  of  the  service  members  involved. 

(e)  If  children  are  involved,  the  findings  expressed  for  sole 
parents  should  apply  (see  paragraph  2.3.4.3.b). 

(f)  If  the  female  service  member  becomes  pregnant,  the  findings 
expressed  for  pregnancy  should  apply  (paragraph  2. 3. 4. 2. a). 

(g)  Indications  are  that  the  nmnber  of  intra-service  marriages 
will  Increase  as  the  female  strength  of  the  Army  rises. 

3.  Recommendations. 

(a)  That  when  both  members  are  on  active  duty  and  the  wife 
becomes  pregnant,  she  be  offered  the  same  two  options  described  for 
pregnant  women  (paragraph  2. 3.4.2. a). 

(b)  That  if  the  absence  without  pay  option  Is  selected  following 

' birth  of  the  child,  the  couple  must: 

(1)  Elect  separation  of  one  of  the  service  members.  (If  the  wife 
Is  to  remain  on  active  duty,  she  must  show  she  Is  physically  fit). 

(2)  Provide  evidence  that  formal  child  care  arrangements 
(notarized  statement  by  the  natural  and  substitute  parent(s))  have 
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been  made  leaving  both  service  members  free  for  assignment  or 
deployment  to  an  area  where  dependents  are  not  authorized. 


(c)  That  management  procedures  be  developed  and  impl 
identify  intra-service  marriage  couples  within  the  A nay. 


nted  to 


4.  Impact  on  Reserve  Components.  The  intra-service  marriage  has 
the  potential  of  adversely  affecting  the  deployability  and  readiness 
of  Reserve  component  units.  The  problem  may  be  compounded  when  young 
children  are  Involved.  The  magnitude  of  this  problem  Is  not  known. 
Therefore,  the  National  buard  Bureau  and  the  Office,  Chief  of  the  Amy 
Reserve  need  to  determine  the  magnitude  of  the  problem,  then  clarify 
and  promulgate  policy. 

5.  Impact  on  Accession  of  Women.  Impact  cannot  be  determined 
without  additional  data;  however,  this  could  become  a critical  area 
with  any  future  large  increase  of  women. 

6.  Source  of  Data.  WITA  Interviews  with  commanders. 

e.  UTILIZATION.  Initial  perceptions  In  the  field  Indicated  that 
utilization  of  the  female  soldier  was  a major  Issue. 

1.  Background.  Survey  Instruments  developed  and  sent  to  the 
field,  specifically  asked  Individuals  "Are  you  working  In  the 
MOS/specialty  for  which  you  were  trained?"  This  was  accomplished  by 
individual  interviews  and  questionnaires  from  a very  large  sampling  of 
specific  MOS  among  males  and  a very  small  sampling  among  females. 

2.  Findings. 

(a)  Table  2. 3. 4. 6,  below,  reveals  the  total  number  of  male  and 
female  Interview  respondents  and  the  niaaber  and  percent,  by  category, 
assigned  out  of  their  PMOS  Into  traditional  MOS. 


26.7 

23 

677 

27.0 

16 

41.0 

RESPONDENT  NUMBER  OF 
CATEGORY  RESPONDENTS 


Female  I 142 


♦Traditional  MOS  * administration,  finance,  personnel,  medical. 
Table  2. 3.4.6.  Personnel  Assigned  Out  of  PMOS  (Interview  Results) 
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(b)  Table  2. 3. 4. 7,  below,  reveals  the  total  number  of  male  and 
female  questionnaire  respondents  and  the  number  and  percent,  by 
category,  assigned  out  of  their  PMOS  into  traditional  MOS: 


NUMBER  OF 

ASSIGNED ! 

KESPONDENT 

CATEGORY 

OUT  OF  PMOS 

INTO  TRADITIONAL  MCS  1 

RESPONDENTS 

NUMBER 

4 

NUMBER 

4 

Male 

7 42a 

911 

“IT.  3 

23 

"“O 

Female 

2u4 

51 

25.  u 

7 

13.7 

Table  2. 3. 4. 7.  Personnel  Assigned  Out  of  PMOS  (Questionnaire  Results). 

• (ci,  3. 4. d,  below,  reveals  the  current  findings  of  an  on- 

going MILPERCEN  study.  The  figures  represent  a five  month  period 
ending  in  November  1977 : 


CATEGORY 

END  MONTH  

5 MONTH 
AVERAGE 

JUL  77 

AUG  77 

SEP  77* 

OCT  77 

NOV  77 

~T7TZr~ 

5.44 

r.4'4 

“3.14 

' 3.34  “ 

f MALES 

5.24 

' 5.34 

5.24 

~or 

r.0% 

”"3.24 

| FEMALES 

b.34 

7755 

OF 

“04 

“nr.» 

" 7.34 

•Large  impact  on  women  (particularly  CMF  71)  due  to  Implementation 
of  Change  tt,  AR  611-2ul. 


Table  2.3.4.O.  Personnel  Assigned  Out  of  PMOS  (MILPERCEN  Study). 

(d)  There  Is  some  MOS  mismatch  in  the  field  which  may  be  a result 
of  AR  6uu-2uu  permitting  commanders  to  use  overstrength  El  through  E4 
personnel  In  the  best  way  possible  to  accomplish  the  mission. 

3.  Conclusions. 

(a)  The  problem  of  utilization  of  female  soldiers  does  not  appear 
to  be  appreciably  greater  than  that  associated  with  male  soldiers. 

(b)  The  perceptions  and  attitudes  of  the  fmMle  soldiers  based  on 
Interview  results  are  that  they  want  to  be  full  participants  In 
competing  for  and  doing  the  work  of  the  Anqy  In  the  field. 

4*  Recommendations. 

(a)  That  ai\y  future  study  of  utilization  be  oriented  to  both 
sexes. 
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Id)  That  there  be  no  distinction  regarding  assignment,  duty 
responsibilities,  award  criteria  or  performance  evaluation  based 
solely  on  sexual  differences  between  men  and  women  soldiers,  except 
where  validated  physiological  differences  between  the  sexes  result  In 
Anay  policies  which  prescribe  specific  adjustments  or  restrictions. 
This  must  not  be  construed  to  mean  different  entrance  requirements  for 
a single  HUS. 


b.  Impact  on  Reserve  Components.  The  concerns  and  recommenda- 
tions also  apply  to  Reserve  components. 


b.  Impact  on  Accession.  None 
Source  of  Data. 


(a)  WITA  Interviews/Questlonnalres. 

(b)  AR  6UU-2UU. 


f.  TRAINING  AND  EDUCATION. 


1.  Findings: 

(a)  Training  and  Education  of  Female  Soldiers. 


(1)  In  basic  Initial  entrance  training  (DIET)  no  distinction  Is 
made  between  male  and  female  soldiers  based  on  physiological 
differences,  with  the  exception  of  minor  variations  In  rape  prevention 
training. 


(2)  In  advanced  Individual  training  (AIT),  the  training  of  male 
and  female  soldiers  Is  Identical. 


(3)  In  one  station  unit  training  (OSUT)  no  difference  exists  In 
those  courses  females  attend,  or  will  attend,  where  the  concept  Is 
Implemented. 


(4)  In  officer  basic  courses  (OBC),  male  and  female  students  re- 
ceive the  smee  Instruction. 


(b)  In  officer  and  non-commissioned  officer  advanced  courses  that 
females  attend,  they  receive  the  same  Instruction  as  males.  Females, 
however,  do  not  currently  attend  the  armor,  artillery  or  Infantry 
officer  advanced  courses  In  lieu  of  the  course  for  their  branch 
specialty,  as  males  are  permitted  to  do.  (An  example  Is  the  atten- 
dance at  the  Armor  Officer  Advanced  Course  by  male  signal  and  military 
Intelligence  officers.) 
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crhJ^L  At  the  Command  and  beneral  Staff  College,  and  higher  level 
schooling,  no  differentiation  Is  made  In  the  Instruction. 

(b)  Training  and  Education  of  Leaders  Regarding  Female  Soldiers. 

rnmhilL  Curr*ently  in  the  officer  basic  and  advanced  courses  for  the 
iuh  P-°9ram  exists  that  ac<?ua1nts  these  officers 

sofdi^s  thhf\^hey  mi9ht  have  t0  suPervtse  or  lead  female 

that  there  are  some  basic  differences  between  male  and 
female  soldiers  that  must  be  considered  to  assure  effective  leader- 

in  tl2)  The  t1me  the  suDject  ot  female  soldiers  Is  addressed  is 

lubXrt'  iVrZl  human  r«1a51ons/et«ua1  opportunity  seminars,  where  the 
subject  is  not  purposely  introduced,  but  Is  addressed  If  one  of  the 
participants  specifically  asks  about  women. 

nffillL  I?JaI!n!:ed<C0?rses  for  corabat  arros  non-commissioned 
° 1cers»  the  emphesls  Is  on  technical  expertise  at  the  platoon 

necHslJ^ta*  *5*  1eaJershiP  aspects  only  addressing  what  Is 

necessary  to  lead  men  to  perform  within  the  platoon. 

advanced  officer  course'stuaents^l^n'Sw.'^^J^niJJ  to*’'  'M 

srssj,  stuaent5  tB«  - — ’*•  ~ s.™  f- 

At  the  an"or«  artillery  and  infantry  schools,  the  command 
course  attendees  (colonels  and  lieutenant  colonels  that  are 
brigade  and  battalion  command  designees),  receive  only  a limited 

happen ^ t. ‘surface?  “",,erS-  « £•»« 

,t.h'  «»P*n$1on  of  opportunity  for  feulcs  In  tile  An*, 
most  leaders  will  either  serve  with,  for,  or  In  supervision  of 

JJJal*s  I"  the  course  of  the1r  career.  It  Is,  therefore,  necessary 
that  iwders  understand  the  differences  between  female  and  male^ol- 

th^r  cba?Je?r  9a1n  th*  MKimm  effect1ven*s*  of  all  soldiers  In 

(c)  Senior  commanders,  when  faced  with  having  female  soldiers 
fnrt/ftned  *he*r  organizations,  have  not  always  Imparted  an  objective 
and/or  positive  attitude  down  the  chain  of  c«m«nd.  In  sole  0DJect,ve 

Instances,  this  has  Uken  the  form  of  battalion  and  company  commanders 
trli^19"!"9  the  f?"al*  solder  to  work  In  the  NOS  for* which  she  was 

tional  jobs  for  females,  such  as  typist  or  cleric.  Where  au id* nr » k*c 
not  been  specific,  male  leaders  have.  In  too  many  Instances  either 
required  the  fMale  soldier  to  perform  tasks  In  excess  of  her* 
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capabilities,  or  tended  to  be  so  paternalistic  as  to  not  require  her 
to  “soldier"  with  the  rest  of  the  unit.  In  both  circumstances,  the 
female  soldier  has  not  been  treated  fairly. 

(1)  In  some  cases,  the  commanders  have  piAllshed  specific 
guidance  for  supervisors  of  female  personnel.  This  has  normally  been 
in  the  form  of  a handbook  published  at  division  level.  In  those  in- 
stances where  specific  guidance  was  furnished,  the  female  soldiers 
seem  to  be  more  readily  Integrated  Into  the  jobs  for  which  they  were 
trained. 

(2)  The  problem  seems  to  be  one  of  centralized  guidance  for  the 
entire  Army.  Until  the  company  and  battalion  commander  can  reference 
Army  policy,  the  female  soldier  Image  will  continue  to  be  different 
from  unit  to  unit  and  from  station  to  station. 

(d)  Since  male  and  female  soldiers  are  receiving  the  same 
training  at  service  schools,  the  problem  of  training  of  the  female 
soldier  is  resolving  Itself.  What  remains  to  be  explored  Is  the 
education  of  female  officers  In  other  than  a limited  technical  field. 

It  would  work  to  the  benefit  of  the  Army  to  capture  some  seats  at 
officer  advanced  courses  In  Infantry  and  armor  for  female  officers. 

This  is  not  to  say  that  they  would  then  go  command  tank  and  rifle 
companies,  anymore  than  the  Signal,  HI,  FA  or  ADA  officers  who  attend, 
do  now.  The  basic  reason  for  this  attendance  would  be  to  broaden  the 
scope  and  enhance  the  perceptions  of  the  female  officers  so  that  they 
could  more  effectively  perform  In  whatever  capacity  they  are  sent  to 
serve. 

(e)  Personal  Interviews  were  conducted  by  members  of  the  WITA 
team,  with  1,421  soldiers  of  all  ranks,  1,281  of  whom  were  male  and 
14u  female.  The  Interview  form  (Annex  1,  Appendix  C)  contained  27 
questions  related  to  women,  calling  for  a positive  or  negative 
response  from  the  Individual  being  Interviewed.  Figures  2.3.4.17  and 
2.3.4.18  display  the  results  of  the  surveys  In  the  areas  of  work 
accomplishment.  This  Is  the  only  data  collected  during  the  WITA 
evaluation  that  provides  Insight  Into  the  training  and  education 
deficiencies  of  female  soldiers. 


ical  Ability  • In  general  women  have  the  mechanical  ability  to  perform  in  any  MOS  or  unit  to  which  they  may  be  assigned. 


Figure  2.3.4.171  Summary  of  Questionnaire/Interview  Responses,  Peacetime  and 
Wartime,  on  Issue  - Mechanical  Ability. 


2.  Conclusions. 


(a)  The  increasing  number  of  women  in  the  Army  has  posed  new 
problems  for  male  and  female  officers  and  non-commissioned  officers 
which  are  foreign  to  their  personal  and  professional  experience  and 
training. 

(o)  Education  of  leaders  regarding  female  soldiers  is  on  a when- 
and-if  basis,  and  is  not  satisfactorily  served  by  being  an  integral 
part  of  the  RR/EO  programs. 

(c)  Leaders  and  supervisors  at  all  levels  are  not  aware  of 
policies  ana  regulations  concerning  female  soldiers.  Some  units 
demand  too  much  from  women  in  the  name  of  "equality",  while  other 
units  “let  the  women  get  over".  Both  circumstance's  are  destructive 
of  morale  and  soldier  effectiveness. 

(d)  Female  soldiers  should  not  be  penalized  for  being  female. 
Rather,  commanders  must  capitalize  on  the  positive  aspects  of  their 
soldiers,  male  and  female. 

(e)  Specific,  comprehensive  guidance  from  HQ  DA  is  necessary. 
Allowing  or  requiring  different  commands  to  formulate  their  own  is 
leading  to  problems  of  inequity  from  post  to  post  and  delays  the 
leadership  education  process. 

3.  Recommendations. 

(a)  That  the  programs  of  instruction  of  TRADOC  professional 
development  courses  contain  a segment  of  Instruction  on  leadership  and 
managerial  considerations  pertinent  to  women  In  the  Army  to  include: 
discussion  of  the  female  physiology;  male  reaction  to  women  soldiers 
and  leaders;  policies  concerning  assignment  opportunities  and 
restrictions:  and  social  relationships  between  men  and  women  In  the 
Army.  The  development  of  this  Instruction  should  be  centralized  by 
TRADOC,  rather  than  developed  at  the  separate  schools,  to  ensure 
uniformity  throughout  the  school  system. 

(b)  That  human  relations  instruction  give  added  emphasis  to 
relationships  between  soldiers  of  opposite  sex. 

(c)  That  spaces  In  combat  arms  officer  advanced  courses  be 
reserved  for  female  officers. 

(d)  That  women  receive  instruction  In  basic  tactics  and 
techniques  for  living  In  the  field  through  officer  and  noncommissioned 
officer  training  programs,  as  well  as  through  unit  training  programs. 

Impact  on  Reserve  Components.  Recommendations  should  be 
extended  to  Reserve  components. 


5.  Source  of  Data. 
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(a)  Telephone  conversation  with  Director  Leadership  Dept,  US  Army 
Armor  School;  DT6:  U2U81URN0V77:  subj:  Training/Education  of  Female 
Soldiers  at  USAARMS. 

(b)  Telephone  conversation  with  Curriculum  Officer,  Training  Mgt 
Div,  US  Army  Field  Artillery  School;  DTG:  U213U5RN0V  77;  subj; 
Training/Education  of  Female  Soldiers  at  USAFAS. 

(c)  Course  of  Instruction  (COI),  and  lesson  plans  for  Armor 
Officer  Advanced  Course  (AOAC). 

(d)  COI  and  lesson  plans  for  Infantry /Armor  Advanced  Non- 
Commissioned  Officers  Course  (I/AANCOC). 

(e)  COI  and  lesson  plans  for  Armor  Officer  Basic  Course  (AOBC). 

(f)  COI  and  lesson  plans  for  Senior  Commanders  Orientation  Course 

(SCOC),  conducted  at  the  Armor  School. 

(g)  COI  for  Armor  Command  Refresher  Course  (ACRC),  conducted  at 
the  Armor  School. 

(h)  COI  and  lesson  plans  for  Field  Artillery  Officer  Advanced 
Course  (FAOAC). 

(i)  COI  and  lesson  plans  for  FAOBC. 

(j)  COI  and  lesson  plans  for  FAANCOC. 

g.  JOB  DESCRIPTIONS.  Existing  A r*y  job  descriptions  are 
inadequate  for  determining  Individual  physical  qualification  required 
for  Army  jobs.  This  makes  the  exclusion  of  women  In  specific  jobs  on 
a physical  basis  a tenuous  procedure. 

1.  Findings. 

(a)  In  the  process  of  setting  up  the  WITA  Evaluation  Expert  Panel 
on  Physical  Capabilities  (see  Appenolx  D)  to  determine  the  percentage 
of  Army  men  and  women  who  could  physically  qualify  for  Army  jobs.  It 
was  found  that  the  basis  of  job  requirements  was  of  questionable 
validity.  No  one  could  clearly  sty  how  job  requirements  were 
determined. 

(b)  The  questions  arose:  "Who  determines  what  Is  to  be 
performed?.  Who  should  perform  the  task?.  How  Is  It  to  be  performed? 
and  To  what  level  of  output?".  In  other  words,  how  are  objects  to  be 
moved,  how  many  people  are  doctrinal ly  expected  to  assist  and  how 
frequently  Is  the  task  performed  during  field  operations? 
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(c)  Changes  in  the  description  of  the  numbers  of  people  required 
to  oo  a task  will  change  the  number  of  people  qualified.  For  example, 
in  one  case,  a job  was  redefined  as  involving  a two  person  task  from  a 
single  person  task.  When  this  happened  women  were  qualified  in 
significant  numbers  whereas  they  were  not  under  the  original 
descriptions. 

2.  Conclusions. 

(a)  Adequate  qualification  tests  for  psychological  and  physical 
abilities  and  capabilities  do  not  currently  exist. 

(b)  Many  of  the  current  job  descriptions  are  vague  and  incomplete 
ano  do  not  specify  the  individual  requirements  that  must  be  met  In 
terms  of  measurable  qualities  and  capacities. 

3.  Recommendations. 

(a)  That  an  appropriately  staffed  board  be  established  to  deter- 
mine total  specifications  of  job  descriptions  for  each  MOS  and  spe- 
cialty, to  include  physical  requirements. 

(b)  That  once  the  above  is  accomplished  the  AR  611  series  be 
updated  and  revisions  be  published  in  a language  soldiers  can 
understand. 

( c ) That  as  new  jobs  and/or  equipment  systems  are  created, 
descriptions  be  based  on  a standard  and  constant  set  of  criteria 
covering  the  full  range  of  performance. 

4.  Impact  on  Reserve  Components.  None. 

5.  Impact  on  Accession.  None. 

6.  Source  of  Data.  N/A 

h.  ACCESSION  OF  FEMALE  WARRANT  OFFICERS.  Department  Of  A rmy  has 
announced  plans  to  aouble  the  current  population  of  women  warrant 
officers  by  the  end  of  FY  79. 

1.  Background. 

(a)  The  current  number  of  women  warrant  officers  on  active  duty 
Is  37. 

(b)  The  Intent  of  the  aforementioned  policy  decision  Is  to 
provide  enlisted  role  models  by  publicizing  women  warrant  officers 
appointed  or  assigned  locally. 


(c)  The  purposes  for  training  warrant  officers  are  to: 

(1)  Provide  technically  qualified  supervisors  In  positions  too 
specialized  for  officers. 

(2)  Provide  this  degree  of  technical  qualifications  by  restricted 
and  repetitive  assignment. 

(3)  Provide  upward  mobility  for  enlisted  personnel  who  become  so 
technically  proficient  that  they  can  no  longer  obtain  job  satisfaction. 

(d)  The  primary  source  of  warrant  officers  Is  from  the  enlisted 
ranks  in  related  skills. 

(1)  Ninety  percent  of  approved  warrant  officer  applications  are 
from  grade  E6. 

(2)  Optimum  length  of  service  before  Integrating  Into  the  warrant 
officer  ranks  Is  from  6-lo  years. 

2.  Findings. 

(a)  W1TA  evaluation  conducted  an  analysis  of  warrant  officer  MOS 
and  the  enlisted  career  management  fields  from  which  most  warrant 
applicants  come. 

(1)  The  warrant  officer  MOS  that  have  sufficient  enlisted  women 
In  grades  E6  and  above  with  6 to  10  years  service  are: 

a.  uilA  (Mil  Phy  Asst)  and  019A  (Gen  Tech  Nurse)  Is  related 
closest  to  CMF  91. 


Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

99 

99 

E6 

5S9 

289 

E5 

2699 

216 

Total 

3347 

602 

El-4 

3746 
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Tech)  Is  related  closest  to 


ruc  U21A  <club  Mgr)  and  041A  (Food  Svc 
tMr  V4/UU# 


tirade 

Total  Female 

Over  6 Yrs  Svc 

E7 

E6 

E5 

7 o 

130 

b3u 

7o 

93 

15 

Total 

830 

178 

El-4 

3436 

c.  2U1A  (Met 

Tech)  is  related  closest  to  CMF  13/96/OU. 

tirade 

Total  Female 

Over  6 Yrs  Svc 

E7 

E6 

Eb 

70 

132 

316 

70 

88 

7 

Total 

418 

165 

El-4 

916 

d.  287 A (Ops 

Rep  Tech)  is  related  closest  to  CMF  23/74. 

tirade 

Total  Female 

Over  6 Yrs  Svc 

E7 

£6 

Eb 

9 

48 

lb9 

9 

29 

20 

Total 

216 

58 

El-4 

273 

e.  2vuA  (Telecom  Tech)  is  related  closest  to  CMF  31/32/72. 


tirade 

Toul  Female 

Over  6 

E7 

10 

lo 

E6 

31 

26 

E5 

663 

§2 

Total 

704 

88 

El-4 

49U6 
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f.  4U1A  (Airdrop  Equip  Tech)  is  related  closest  to  CMF  76/00. 


tirade 

Total  Female 

Over  6 Yrs  Svc 

E7 

bl 

61 

E6 

167 

122 

E5 

S12 

23 

Total 

76U 

226 

El-4 

3343 

jg.  711A  (Pers  Tech)  and  712A  ( GS  Admin  Tech)  Is  related  closest 
to  CMF  71/UU. 


tirade 

Total  Female 

Over  6 Yrs  Svc 

E7 

217 

217 

Eb 

431 

332 

Eb 

2459 

225 

Total 

3107 

774 

El-4 

7966 

tj.  713A  (Legal  Admin  Tech)  is  related  closest  to  CMF  71. 


tirade 

Total  Female 

Over  6 Yrs  Svc 

E7 

153 

153 

E6 

316 

249 

E5 

2261 

219 

Total 

2730 

631 

El-4 

7860 

741A  (OP  Tech)  is  related  closest  to  CMF  74/72 

tirade 

Total  Female 

Over  6 Yrs  Svc 

£7 

17 

17 

E6 

74 

50 

E5 

671 

71 

Total 

762 

136 

El-4 

287o 
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j.  761A  (ben  Sup  Tech)  and  762A  (Spt  Sup  Tech)  is  related  closest 

to  CMF  76/92. 

• 

Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

17 

17 

Lb 

72 

39 

E5 

33b 

17 

Total 

427 

73 

El-4 

3459 

k.  833A  (Repro  Tech)  is  related  closest  to  CMF  8/771. 


Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

155 

155 

E6 

332 

262 

E5 

2362 

224 

Total 

2849 

641 

El-4 

8217 

2»  951A  (Crime  Investigator)  is  related  closest  to  CHF  72/84/95. 


Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

13 

13 

Eb 

5u 

38 

E5 

712 

59 

Total 

735 

llu 

(2)  Warrant  officer  HOS  which  would  severely  limit  female 
accessions  In  near  term  due  to  a limited  number  of  female  E6  and  above 
with  6-lu  years  service  who  are  needed  to  establish  NCO  "role  models" 
are: 


a.  U31A  (Bandmaster)  Is  related  closest  to  CMF  97. 


Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

6 

6 

E6 

58 

8 

E5 

164 

_1 

Total 

228 

15 

El-4 

113 

b.  21 1A  ITgt  Acg  Tech)  Is  related  closest  to  CMF  26/96 

Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

6 

6 

E6 

17 

5 

E5 

118 

_1 

Total 

141 

12 

El-4 

431 

c.  286A  (CE 

Equip  Rep  Tech) 

Is  related  closest  to  CMF 

23/27/28/31/32/36 

• 

Grade 


Total  Female 


Over  6 Yrs  Svc 


u 


d.  Sooa  (Marine  Deck  Off)  510A  (Marine  Engr  Off)  Is  related 
closest  to  CMF  64. 


o 


Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

4 

4 

Eb 

2u 

13 

E5 

_2o9 

_9 

Total 

233 

26 

El-4 

2612 

811A  (Photo  Map  Tech)  is 

related  closest  to 

Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

2 

2 

E6 

16 

13 

ES 

101 

_5 

Total 

119 

20 

El-4 

357 

821 A (Survey  Tech)  is  related  closest  to  CMF 

Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

2 

2 

Eb 

16 

13 

ES 

103 

_5 

Total 

121 

20 

El-4 

359 

5.  961A  (Attache  Tech)  962A  (Imagery  Interp  Tech)  963A 
(Interrogation  Tech)  964A  (OB  Tec)  971A  (Counterlntel  Tech)  972A  (Area 
Intel  Tech)  Is  related  closest  to  CMF  96. 

Over  6 Yrs  Svc 

6 
5 
_1 

12 


Grade 

Total  Female 

E7 

6 

E6 

17 

E5 

118 

Total 

141 

El-4 

372 
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(3)  Warrant  officer  MOS  that  should  be  precluded  from  accession 
of  female  in  the  near  term  due  to  insufficient  enlisted  women  in 
grades  Eb  and  above  with  6-lu  years  service  are: 

a.  16UA  (Avn  Maint  Tech)  is  related  closest  to  CMF  67. 

(irade  Total  Female  Over  6 Yrs  Svc 


b.  2u2A  (Hed  Equip  Rep  Tech)  252A  (Calbr  Tech)  Is  related  closest 
to  CMF  35. 

Grade  Total  Female  Over  6 Yrs  Svc 


Total 


c.  214E  (Pershing  Sys  Tech)  271A  (LCSS  Rep  Tech)  Is  related 
closest  to  27. 

Grade  Total  Female  Over  6 Yrs  Svc 


( 


T *t\  221?  (NilCe  Hawlc  Sys  Tech)  2228  (Nike  pC  Tech)  224B  (SHORAD  Svs 
Tech)  is  related  closest  to  CM F 16/23. 


trade 

Total  Female 

Over  6 Yrs  Svc 

E7 

o 

0 

E6 

u 

0 

Eb 

31 

0 

Total 

31 

0 

El-4 

30 

CMF  fb.  26UA  UUC  WpnS  TeCh)  411A  ikm°  TeCh)  is  related  Closest 

trade 

Total  Female 

Over  6 Yrs  Svc 

E7 

u 

0 

Eb 

0 

u 

Eb 

25 

y 

' 

Total 

2b 

0 

El -4 

336 

f«  285A  (EW/Intep  Rep  Tech) 

Is  related  closest  to  CMF  26/33. 

Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

0 

0 

E6 

0 

0 

£5 

3 

o 

" 

Total 

3 

0 

El -4 

101 

£.  31UA  (Util 

Tech)  Is  related  closest  to  CMF  51. 

Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

u 

0 

E6 

3 

2 

E5 

22 

i 

Total 

25 

4 

El-4 

428 

2-123 


4 


c 


421A  (Ammo 

Rep  Tech)  Is 

related  closest  to  CMF  63/67. 

Grade 

Total  Female 

Over  6 Yrs  Svc 

E7 

u 

0 

E6 

2 

1 

E5 

108 

2 

• 

Total 

llu 

3 

El-4 

1906 

441A  (Rep  Shop  Tech)  621  (En  Equip  Rep  Tech)  630A  (Auto  Rep 

i related  closest  to  CMF 

63. 

Grade 

Total  Female 

Over  6 Yrs  Svc 

o 

E7 

u 

0 

v_/ 

E6 

2 

1 

E5 

51 

0 

Total 

53 

1 

El-4 

1357 

j.  982A  (Traf  Analysis  Tech)  983A  (Emanations  Analysis  Tech)  984A 
(Morse  Inept  Tech)  985A  (Non  Morse  Incep  Tech)  986A  (Emit  Loc/IO  Tech) 
988A  (Voice  Incept  Tech)  Is  related  closest  to  CMF  98. 


Grade 

Total  Female 

E7 

0 

E6 

14 

E5 

243 

Total 

257 

El-4 

1460 

Over  6 Yrs  Svc 


o 


o 

o 

0 


3.  Conclusions. 


(a)  The  Army  should  not  approve  female  applications  for  warrant 
officers  If  the  applicant  has  not  achieved  the  same  qualifications 
that  warrant  officers  have  traditionally  met  In  the  past. 


(b)  Appointing  women  warrant  officers  who  are  quickly  perceived 
by  soldiers  as  less  than  appropriately  qualified  will  have  a negative 
Impact  on  women  and  on  the  Army. 


O 
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offiill  ?n]1s*ed  career  f1e1ds  are  lacking  non-commissioned 

pfer  /ole  "ode1s  • 1n  comparison  with  large  female  content  In  the 
ti’M  category* 

That  0A  use  care  1n  accessing  women  to  be 

have  iJsuffJfflnt1# near,tenB  from  enlisted  career  fields  which 
have  Insufficient  female  senior  non-commissioned  officers. 

5*  Impact  on  Reserve  Components.  Unknown. 

6*  Impact  on  Accessions.  None. 

7.  Source  Of  Data. 

31  jii>78Pr°POSed  1npUt  *°  Week1y  SuWMry‘  DAPC-OPP-S,  dated 

Officers. P°^nt  Paper*  ****>-*•  11  0ct  77 • s^Ject:  Warrant 

MiLPERrFuMFJiHtM^PJ°n!  co,r!!'arS*t1on  between  CW4  Yates,  WO  Dlv, 
Wa^M^OfflwrS!6  Pan4y’  WITA*  dat6d  19  Feb  78,  subject:  Accession  of 

2. 3.4. 4.  Other  Issues.  Other  Issues  considered  In  the  WITA 

evaluation  were  either  areas  of  concern  to  the  field  based  on 

*nna1re  an2  lnter*l*w  responses  and  substantiated  by  a limited 

slbi£?oJ  ™!;Vr*herf  v1ewed  as  ins19"1f1cant  relative  to  the 
suoject  of  women  In  the  Any. 


^ ^,RPS-  The  comment  Is  frequently  heard  that  women  do  not 
“ptr*l1J"der  stressful  conditions.  For  this  reason  it  has  been 
argued  that  women  should  not  be  In  stress  potential  jobs. 

1.  Background. 

(*)  Stress  Is  an  all  encompassing  word  which  has  several 
meanings.  The  term  Is  Indiscriminately  used  In  reference  to 

l!!i!taJ1]l*y  dur1nfl  cr1*1s  or  «•"*«!  emotionality.  The 
te»m  Is  also  used  at  times  to  describe  loss  of  stmalna  or  endurance. 

hK°  a?d  Ps7ch°Pbys1  ol  ogl  sts  tend  to  reserve  the  term  for  the 

HSBl01**?1  re,p?n$e  to  *Jtreme  environments  (heat,  cold, 
Ililf!?**  T?*  *xtra**  $®c1<1  conditions  (work  pressure,  social 

* I?us*  th*  source  of  the  commonly  held  view  that  women  do  not 
hold  up  well  under  stress  Is  not  easy  to  Identify,  partly  because  of 

^V*?  °f  th*  t*r11*  The  Pr«**"t  discussion  will 
involve  only  blophyslologlcal  stress. 
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(t>)  The  suggestion  that  women  do  not  adapt  as  well  as  men  to 
extreme  conditions  of  cold  and  heat  Is  extrapolated  from  data  which 
show  women  maintain  approximately  two  degrees  Farenhelt  lower  skin 
temperatures  than  men,  feel  colder,  and  are  more  susceptible  to  cold 
injury  (see  reference  2. 3. 4. 4 a 7(a)).  Similar  extrapolation  Is  made 
to  adaptation  to  heat.  Women  are  more  susceptible  to  heat  injury 
because  of  lower  sweat  rates  and  greater  retention  of  core  heat  (see 
references  2. 3. 4. 4 a 7(a)-(c)).  Supportive  empirical  evidence  comes 
from  the  Army's  Project  Brave  Shield,  XII,  1977.  Heat  disorders  anong 
females  represented  11.54  of  the  total  cases  while  it  is  estimated 
that  women  only  made  up  54  of  the  total  population  (see  reference 

2. 3. 4. 4  a 7(d)).  (However,  state  of  physical  condition  of  women  in 
the  Brave  Shield  sample  may  have  been  a contributor  to  the  observed 
di  fferences. ) 

(c)  A recent  sample  study  suggests  that  women  reach  limits  of 
endurance  in  hot  environments  easily  tolerated  by  men  (see  reference 

2. 3. 4. 4  a 7(e)).  Another  study,  however,  found  the  men  to  experience 
greater  "disturbance"  to  hunid  heat  than  the  women  (see  reference 

2. 3. 4. 4  a 7(f)).  Some  evidence  exists  that  athletic  training  may 
reduce  the  stress  response  of  women  to  heat  (see  reference  2. 3. 4. 4 a 
7(g)).  The  data  are  obviously  Incomplete  In  this  area. 

(d)  Early  anecdotal  reports  (see  references  2. 3. 4. 4 a 7 (h)-(j)) 
suggested  that  women  may  suffer  less  from  high  altitude  sickness  than 
men.  Apparent  support  of  this  is  found  in  a study  where  women  had  a 
lower  incidence  of  gastrointestinal  and  cardiorespiratory  symptoms 
than  men  (see  reference  2. 3. 4. 4 a 7(k)).  However,  more  recently  it 
was  found  that  men  and  women  showed  no  difference  In  high  altitude 
symptomatology  (see  reference  2. 3.4.4  a 7 (1)).  In  yet  another  study, 
women  were  found  not  to  differ  In  metabolic  rates  during  acute 
exposure  to  altitude  (see  reference  2.3.4.4a7(m) ). 

(e)  Evidence  that  women  are  more  susceptible  to  other 
environmental  extremes  was  not  encountered. 

2.  Findings.  Figure  2.3.4.19  reveals  that: 

(a)  574  of  enlisted  persons,  48*  of  warrant  officers  and  474  of 
officers  surveyed  thought  women  would  have  difficulty  In  their  job 
during  wartime  because  of  stress. 

(b)  564  of  all  males  and  374  of  all  females  surveyed  thought 
stress  would  be  a problem  for  women  In  wartime. 

3.  Conclusions. 

(a)  Results  of  the  Interview  and  questionnaire  administered  In 
the  field  clearly  Indicate  an  attitude/ perception  that  stress  Is  a 
significant  Issue  In  the  Integration  of  women.  The  survey  Instrument 
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officer  “l!!7Ir!l!LSiS.te<1  Career  f1elds  are  lackin9  "on-coiwnlssloned 
El-E^category1™0^15  * 10  companson  w*th  lar9®  f*wle  content  In  the 

wji print  That  DA  use  care  1n  accessing  women  to  be 

warrant  officers  in  the  near  term  from  enlisted  career  fields  which 
have  Insufficient  female  senior  non-commissioned  officers. 

5*  Impact  on  Reserve  Compo  ^nts.  Unknown. 

6*  Impact  on  Accessions.  None. 

7.  Source  of  Data. 

Pr°P°sed  input  to  Weekly  Summary,  DAPC-OPP-S,  dated 
<51  Jan  78* 

Officers. P°1nt  PaPer‘  DAPE‘MP°-S*  11  0ct  77»  subject:  Warrant 

MTiDrSJckjMFR,^tuJrPn0ne  convers«t1on  between  CW4  Yates,  WO  Dlv, 
wir^S^OfflJerJ56  WITA*  dated  19  F*b  78,  subject:  ^cession  of 

2. 3.4. 4.  Other  Ir^ues.  Other  Issues  considered  In  the  WITA 
evaluation  were  either  areas  of  concern  to  the  field  based  on 
questionnaire  and  Interview  responses  and  substantiated  by  a limited 
»*rch  or  were  .1mm  „ iMtflilftcmt  MlISlX  Jo  XJ 
subject  of  women  In  the  Army. 

hnl  a*  The  comment  Is  frequently  heard  that  women  do  not 

hold  up  *ell  under  stressful  conditions.  For  this  reason  It  has  been 
argued  that  women  should  not  be  in  stress  potential  jobs. 

1.  Background. 

(a)  Stress  Is  an  all  encompassing  word  which  has  several 
meanings.  The  term  Is  Indiscriminately  used  In  reference  to 

dur1n9  cr1s1#  or  9*n#r«1  emotionality.  The 
term  Is  also  used  at  times  to  describe  loss  of  stamina  or  endurance. 

bloDhvli^iMip*?*  psych°P*Vsi°1o9Uts  tend  to  reserve  the  term  for  the 
re$p®nse  to  extreme  environments  (heat,  cold, 

cnlfS*'  t?*  UL#Xtr**  $pc1al  conditions  (work  pressure,  social 
crisis).  Thus,  the  source  of  the  commonly  held  view  that  women  do  not 
hold  up  well  under  stress  Is  not  easy  to  Identify,  partly  because  of 

the  Imprecision  In  the  use  of  the  term.  The  present  discussion  will 
Involve  only  bloptyslologlcal  stress.  suasion  win 
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(b)  The  suggestion  that  women  do  not  adapt  as  well  as  men  to 
extreme  conditions  of  cold  and  heat  is  extrapolated  from  data  which 
show  women  maintain  approximately  two  degrees  Farenheit  lower  skin 
temperatures  than  men,  feel  colder,  and  are  more  susceptible  to  cold 
injury  (see  reference  2. 3.4.4  a 7(a)).  Similar  extrapolation  Is  made 
to  adaptation  to  heat.  Women  are  more  susceptible  to  heat  Injury 
because  of  lower  sweat  rates  and  greater  retention  of  core  heat  (see 
references  2. 3. 4. 4 a 7(a)-(c)).  Supportive  empirical  evidence  comes 
from  the  Army's  Project  Brave  Shield,  XII,  1977.  Heat  disorders  among 
females  represented  ll.5»  of  the  total  cases  while  It  Is  estimated 
that  women  only  made  up  5%  of  the  total  population  (see  reference 

2. 3. 4. 4  a 7(d)).  (However,  state  of  physical  condition  of  women  In 
the  Brave  Shield  sample  may  have  been  a contributor  to  the  observed 
di f ferences. ) 

(c)  A recent  sample  study  suggests  that  women  reach  limits  of 
endurance  in  hot  environments  easily  tolerated  by  men  (see  reference 

2. 3. 4. 4  a 7(e)).  Another  study,  however,  found  the  men  to  experience 
greater  "disturbance"  to  humid  heat  than  the  women  (see  reference 

2. 3. 4. 4  a 7(f)).  Some  evidence  exists  that  athletic  training  may 
reduce  the  stress  response  of  women  to  heat  (see  reference  2. 3. 4. 4 a 
7(g)).  The  data  are  obviously  Incomplete  In  this  area. 

(d)  Early  anecdotal  reports  (see  references  2. 3.4. 4 a 7 (h)-(j)) 
suggested  that  women  may  suffer  less  from  high  altitude  sickness  than 
men.  Apparent  support  of  this  Is  found  In  a study  where  women  had  a 
lower  incidence  of  gastrointestinal  and  cardiorespiratory  symptoms 
than  men  (see  reference  2. 3. 4. 4 a 7(k)).  However,  more  recently  It 
was  found  that  men  and  women  showed  no  difference  In  high  altitude 
symptomatology  (see  reference  2. 3. 4. 4 a 7 (1)).  In  yet  another  study, 
women  were  found  not  to  differ  In  metabolic  rates  during  acute 
exposure  to  altitude  (see  reference  2.3.4.4a7(m) ). 

(e)  Evidence  that  women  are  more  susceptible  to  other 
environmental  extremes  was  not  encountered. 

2.  Findings.  Figure  2.3.4.19  reveals  that: 

(a)  b7%  of  enlisted  persons,  48%  of  warrant  officers  and  *7%  of 
officers  surveyed  thought  women  would  have  difficulty  In  their  job 
during  wartime  because  of  stress. 

(b)  bb%  of  all  males  and  37%  of  all  females  surveyed  thought 

stress  would  be  a problem  for  women  in  wartime.  .»* — * 

3.  Conclusions. 

(a)  Results  of  the  Interview  and  questionnaire  administered  In 
the  field  clearly  Indicate  an  attitude/ perception  that  stress  Is  a 
significant  Issue  In  the  Integration  of  women.  The  survey  instruaent 
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did  not  define  type  of  stress,  i.e.,  environmental,  war,  or  emotional. 

+uaJbl  ln  the  ?rea  of  environmental  stress,  literature  is  sugqestive 
that  women  sustain  more  heat  and  cold  injuries  than  men  but  there  is 
inadequate  data  to  make  a definitive  statement. 

war  stress,  there  is  not  a great  deal  of 
literature  available  on  men  ana  even  less  on  women. 

4.  Recommendations. 

(a)  That  the  Surgeon  General  be  tasked  to  conduct  an  in-deDth 
wiS.  environmental,  emotional,  and  war  stress  in  relations!)?? to 

wome^ihrJln/Sf  {T*?  ex51  ?re  the  ^equacy  of  field  uniforms  for 
women  who  will  be  assigned  in  extreme  climatic  conditions. 

5*  i!PP*ct  on  Reserve  Components.  Unknown  without  further  data. 

6*  impact  on  Accession.  Unknown  without  further  data. 

7.  Source  of  Data. 

Burse,  R.  L.,  Goldman,  R.  F.,  and  Stubbmann  A F Mu7A) 
Differences  Between  Males  and  Females  of  Military  Age  in  Their  * 
esponse  to  Coldand  Hot  Environments.  Paper  presented  at  Progress 
16VDec  rnsr01"6"  S Cold  Weather  Field  Clothing,  NARADCOM,  Natick 

and  Uertu?^R*Rh"-r0fSte?t*  Wood"ar<1»  p*  *•.  Erikson,  E., 

B*’i  c?mParJ?on  of  Thermo-Regul a cory  Function  in  Men 
and  Women.  Journal  of  Applied  Physiology  1969,  26„  444-453. 

(c)  Haslag,  W.  M.  and  Hertanan,  A.  B.,  Temperature  Regulation  in 
Young  Women.  Journal  of  Applied  Physiology  1965,  20,  1283-1286. 

(d)  Mager,  M.(  Francesconi,  R.,  Hubbard,  R.,  and  Herstman  P. 

t0  Project  Br#v®  Shield  XVII,  8-12  July,  1977, 

USARIEM,  Trip  Report,  Natick,  Ma.  J 

tn  andJar9fnt»  F\»  Acclimation  of  Women  During  Work 

ItS"  tnv1  ror*ents.  Symposium  on  Temperature  Acclimation.  May-June 
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T 12  ?:•  sl9bochova*  z-*  Bernauer,  E.  M.,  Moreraoto 

R®actlon  of  M*n  and  Women  to  Reported  Exposure 
to  Humid  Heat.  Journal  of  Applied  Physiology  1967,  22,  533-636. 

S ini  ££??-'•  «*’  De?ton*  J*  E*»  Kupprat,  I.  C.,  Talag,  T. 

to’wort  Power  as  a Factor  1n  Women's  Response 

to  Work  in  Hot  Environments."  Journal  of  Applied  Physiology.  P 

tho  iHL.RaV?nhllli  T;  £*  Some  ExPenences  of  Mountain  Sickness  In 
32u.AndCS‘  — ~na  Tropical  Medicine  and  Hygiene  1913,  16,  313- 

. Fitzmaurice,  F.  E.,  "Mountain  Sickness  in  the  Andes  " 

Journal  of  the  Royal  Medical  Service  192U,  6,  4u3-4u7. 

of  mU*  t*’  Physiological  Variations  of  the  Cardiac  Output 

ot  Man.  American  Journal  of  Physiology  1930,  93,  19-40.  P 

Harr’s*  Charles  W.,  Shields,  J.  L.,  and  Hannen,  J..  "Acute 
Altitude  Sickness  in  Females."  Aerospace  Medicine  1969,  37,  1163- 

L;  E*  and  Pharr’  P*  w“  “Male-Female  Similarities  in 
$7?“  M00,'  “ 43U0H-‘  “"P->H*hed  paper, 

(m)  Hannon,  J.  and  Sudman,  0.  M.,  Basal  Metabolic  and 
cardiovascular  Function  of  Women  Durino  Altitude  Acri imMti 
Journal  of  Applied  Physiology  1973,  34,  471-477. 

b.  SELF-IMAGE.  Placing  women  in  traditional  male  iobs  mav  create 
problems  for  women  in  that,  many  of  those  jobs  are  associated  with 

• «£2!l1n!ty\  Pertor?in9  *n  « «asculine  identified  job  is  potentially 

f!^ten1nS  t0  “°"en  $ fe®lnine  self-image.  This  may  result  in  a * 
tendency  of  women  not  to  maintain  motivation  for  such  jobs. 

1.  Background. 

(a)  Mental  images  of  what  are  masculine  and  feminine  are 

rtidlerlhoTJolh^i  tSLf°PKl*t1?n  11  lar9**  Psychological 
studies  show  both  men  and  women  describe  men  as  large,  strong  and 

reference  2.3. 4. 4 b 7(a)).  These  Images  are  supported  by  ohvslcal 
7{oI)r*nCeS  b*t"**n  and  "°*®n  1n  9*n*r*l  <*•«  reference2.3.4.4  b 
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lb)  The  image  of  women  as  homemakers  is  also  quite  common.  Toys 
used  by  girls  and  the  courses  taken  in  school  reflect  the  common 
expectation  that  a woman's  role  is  largely  wife,  mother  and  homemaker. 
Studies  find  home  pressures  are  the  largest  source  of  concern  for  both 
working  and  non-working  married  women  (see  reference  2. 3.4.4  b 7(c)). 

A survey  of  59  dual  professional  couples  show  men  and  women  still 
maintain  separate  sex  role  responsibilities  in  the  family  (see 
reference  2. 3. 4. 4 b 7(d))  and  women  still  perform  most  of  the  domestic 
tasks  around  the  home  (see  reference  2. 3. 4. 4 b 7(e)). 

(c)  Women  tend  to  have  greater  role  image  conflict  than  men.  In 
a sample  of  64  women  and  64  men  It  was  found  that  women's  sex  role 
concepts  regarding  their  real  self,  ideal  self  and  their  belief  of 
what  the  other  sex  desires  were  highly  dissimilar,  while  for  the  men 
they  were  highly  similar  (see  reference  2. 3. 4. 4 b 7(f)).  The  greatest 
source  of  self  rated  role  conflict  of  women  surveyed  was  related  to 
their  views  of  the  male  stereotype  of  femininity  (see  reference 

2. 3. 4. 4 b 7(g)).  Occupational  aspirations  of  women  are  also  strongly  \ 
influenced  by  attitudes  of  "significant  males"  (see  references 
2. 3. 4. 4 b 7(h)-(i)). 

(d)  The  problem  is,  therefore,  exacerbated  by  the  emerging  dual 
Images  of  women  held  by  men.  A recent  sample  of  college  male 
attitudes  found  a majority  of  the  men  supported  career  opportunity  for 
women  but  also  expressed  a preference  for  the  "traditional  wife"  (see 
reference  2. 3. 4. 4 b 7(j)). 

2.  Findings.  Figure  2. 3. 4. 20  reveals  by  population  category  the 
percent  surveyed  who  perceive  self-image  to  be  a problem  for  both 
peacetime  and  wartime  environments. 
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(a)  As  a questionnaire  item,  the  statement  on  self-image  has 
approximately  the  seventh  largest  number  of  disagreements  of  the  27 
items.  Thus,  the  level  of  concern  that  women  would  have  self-image 
problems  in  the  sampled  MOS/speclalties  is  significant. 

(b)  The  literature  on  self-image  addresses  the  problem  of  role 
changes  of  women  going  into  various  occupational  fields.  However,  the 
emphasis  is  on  the  executive  or  professional  occupations  and  does  not 
focus  on  physically  demanding  jobs.  It  is  possible  that  self-image  of 
women  may  be  a greater  problem  for  women  In  these  jobs. 

(c)  The  sexual  role  behaviors  of  males  and  females  operate  In  a 
manner  and  a purpose  which  Is  independent  of  occupational  job  role 
behaviors.  What  is  sexually  appealing  (i.e.,  what  are  the  sexual 
ideals)  to  men  and  women  cannot  be  legislated.  However,  what 
behaviors  are  relevant  to  the  job  can  be  directed.  Women  who  are  in 
physically  demanding  jobs  are  less  likely  to  display  characteristics 
and  behaviors  of  the  ideal  feminine  woman  on  the  job.  Thus  the  force 
that  motivates  women  to  meet  feminine  Ideals  of  men  is  a force  which 
runs  counter  to  the  requirements  of  a physical  type  job.  This  force 
acts  against  the  tendency  of  women.  In  large  numbers,  to  pursue  and 
remain  In  these  typos  of  jobs* 

(d)  As  more  and  more  women  enter  traditionally  male  MOS  and 
units,  the  subject  of  male  self-image  may  require  addressing. 
Assignment  of  women  to  the  82d  Airborne  Division  is  an  example.  Part 
of  the  pride  In  being  a paratrooper  in  the  82d  Airborne  Division  Is 
that  the  job  is  difficult  and  dangerous  to  do  and  not  everyone  can 
meet  the  requirements.  With  the  assignment  of  women,  the  type  male 
volunteer  may  change,  perhaps  disrupting  group  cohesion  and,  hence, 
combat  effectiveness. 

(e)  The  Issue  of  sexual  versus  job  expected  behaviors  also 
relates  to  the  fraternization  Issue. 

3.  Conclusions. 


(a)  Given  the  physical  nature  of  many  of  the  Army  Jobs  and  the 
Army  In  general,  the  problem  of  self-image  appears  real  In  the  face  of 
the  feminine  Ideal. 


tbh  For  men,  the  Army  Is  compatible  with  both  their  abilities  and 
Inclinations  for  physical  activities  and  occupations,  and  the 
masculine  Ideal. 


(c)  Since  there  Is  an  Inherent  Incompatibility  of  sex  role  for 
women  In  many  of  the  Army  Job  requirements,  there  will  probably  alwqys 
be  few  women  who  migrate  to  these  jobs.  Some  women  who  are  led  to 
such  jobs  will  filter  out. 


O 
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(d)  Men  may  suffer  from  self-image  with  the  assignment  of  large 
numbers  of  women  in  formerly  all  male  "elite"  MOS  or  units. 

4.  Recommendation.  That  ARI  be  tasked  to  conduct  an  in-depth 
study  of  the  effect  of  self-image  on  job  performance  for  both  men  and 
women. 

b.  Impact  on  Reserve  Components.  Unknown  without  additional 
data. 

6.  Impact  on  Accession.  Unknown  without  additional  data. 

7.  Source  of  Data. 

(a)  O'Leary,  U.E.,  Some  Attltudinal  Barriers  to  Occupational 
Aspirations  in  Women.  Psycholocial  Bulletin.  1974,  81,  809-826. 

(b)  White,  Robert,  etal.  Anthropometry  of  Women  in  the  US  Army  - 
1977.  Reports  1-5.  Clothing,  Equipment  and  Materials  Engineering 
Laboratory;  US  Army  Natick  Research  and  Development  Command,  Natick, 
MA. 

(c)  Hall,  D.T.  and  Gordon,  F.E.  The  Career  Choices  of  Married 
Women:  Effects  on  Conflict,  Role  Behavior,  and  Satisfaction.  Journal 
of  Applied  Psychology  1973,  5858.  42-48. 

(d)  Poloma,  M.M.  and  Garland,  T.N.  The  Myth  of  the  Egalitarian 
Family:  Familial  Roles  and  the  Professionally  Employed  Wife.  In  A. 
Theodore  (Ed).  The  Professional  Woman.  Cambridge,  MA,  Schenkman, 
1971. 

(e)  Dixon,  R.  B.  Measuring  Equality  Between  the  Sexes,  Journal 
of  Social  Issues  11976,  32,  19-32. 

(f)  Deutsch,  C.J.  and  Gilbert,  L.A.  Sex  Role  Stereotypes: 

Effect  on  Perceptions  of  Self  and  Other  and  Personal  Adjustment. 
Journal  of  Counseling  Psychology.  1976,  23,  373-379. 

(g)  Gordon,  F.E.  and  Hall,  D.T.  Self  Image  and  Stereotypes  of 
Femininity.  Their  Relationship  to  Women's  Role  Conflicts  and  Coping. 
Journal  of  Applied  Psychology.  1974,  59,  241-243. 

(h)  Hawley,  P.  What  Women  Think  Men  Think.  Journal  of 

Counseling  Psychology  1971,  3,  193-199.  ~ ~~ 

(I)  Lynch,  E.M.  The  Executive  Suite:  Feminine  Style.  New  York: 
AMACOM,  1973. 

(J)  Komorovsky,  M.  Cultural  Contradictions  and  Sexual  Roles:  The 
Masculine  Case.  American  Journal  of  Sociology.  1973,  78,  873-884. 
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c.  EMOTIONALITY.  Are  emotional  characteristics  of  women  such  as 
to  be  a major  concern  for  military  planners? 


1.  Background. 

(a)  A Navy  study  covering  the  years  I960  thru  1962  shows  that  the 
rate  of  psychiatric  hospitalization  for  enlisted  women  (EW)  was  four 
times  as  high  as  for  enlisted  men  (EM).  Specifically,  the  EW  rate  was 
44.7  and  the  EM  rate  10.4  per  l,uou  population  per  year  (see  reference 
2. 3.4.4  c 7(a)). 

(b)  A more  recent  Navy  study  (1974)  shows  that  EW  still  had 
psychiatric  rates  four  times  that  of  EM  (38  vs  10  per  1000/yr)  but 
that  their  rates  coverge  at  age  30  (see  reference  2. 3. 4. 4 c 7(b)). 
However,  this  study  also  provided  comparative  data  on  male  related 
problems.  Fifty-one  percent  of  Navy  men  versus  only  371  of  the  women 
were  diagnosed  as  having  behavior  disorders  which  Included  alcoholism. 

(c)  In  a 1966  study  by  Oxford  University,  women  were  found  to 
have  2.1  times  as  many  neurotic  symptoms  as  men  (see  reference  2. 3.4.4 
c 7(c)). 

(d)  A large  scale  1969  study  by  B.  P.  and  B.  S.  Dohrenwent  found 
that  women  reported  psychological  distress  significantly  more 
frequently  than  men  (see  reference  2. 3.4.4  c 7(d)). 

(e)  Women  tend  to  score  higher  on  measures  of  "Anxiety, “ 
"Emotionality"  and  "Neurotlclsm"  than  men  (see  reference  2. 3. 4. 4 c 
7(d)). 


(f)  Women  have  also  been  found  to  report  twice  as  many 
psychosomatic  disorders  as  men  (see  references  2. 3.4.4  c 7 ( f )- ( h) ) . 

(g)  A recent  survey  of  2,299  Chicago  area  residents  gives 
additional  support  to  the  above  findings  (see  reference  2.3.4. 4 c 
7(1)).  Women  reported  more  physical  health  problems,  had  higher 
levels  of  psychosomatic  disorders  and  took  more  psychoactive  drugs. 
Twice  as  many  women  as  men  had  sought  professional  help  for  their 
emotional  problems.  Higher  levels  of  symptoms  were  found  In  married, 
separated  and  divorced  women  than  men  of  equal  status.  However, 
single  or  widowed  men  tended  to  have  as  many  symptoms  as  women.  Both 
men  and  women  In  high  executive  positions  show  lower  incidence  of 
mental  disturbance  (see  reference  2.3.4.4  c 7(j)). 

2.  Findings.  Figure  2.3.4.21  presents  a summary  of  the  results 
of  the  Interview  and  questionnaire  on  the  Issue  of  emotionality*  Dis- 
agreement to  the  statement  on  emotionality  Indicates  that  the  respond- 
ents think  women  would  have  problems  In  his  or  her  unit  (Interview)  or 
job  specialty  (questionnaire)  because  of  emotion. 


(a)  The  responses  to  the  interview  are  grouped  by  combat  and 
combat  support  (plus  combat  service  support)  units.  Representatives 
of  these  two  type  units  did  not  report  disagreement  in  significant 
numbers.  (Fewer  disagreements  were  given  to  nearly  all  the  interview 
statements  than  to  the  questionnaire  statements.) 

(b)  The  percent  of  disagreements  in  the  sample  from  the  Sergeants 
Hajor  Academy  sample  was  quite  significant  for  war  but  not  peacetime 
conditions. 

(c)  The  results  were  nearly  identical  for  all  remaining  samples 
except  for  these  from  the  Command  and  General  Staff  College  and  female 
samples.  In  these  two  cases  neither  peace  nor  war  conditions  elicited 
significant  disagreements.  For  the  others,  wartime  elicited  a signi- 
ficant number  of  disagreements.  Over  all,  women  are  not  perceived  as 
having  a problem  with  emotions  during  peacetime. 

(d)  The  responses  to  the  statement  on  emotionality  are  nearly 
identical  to  the  responses  to  the  statement  on  stress.  This  suggests 
that  the  respondents  tend  to  equate  the  two  terms. 

(e)  Both  stress  and  emotion  were  among  the  more  significant  items 
when  considering  wartime.  Why  the  interview  responses  did  not  reflect 
concern  about  women's  emotionality  is  not  clearly  known.  However,  the 
face  to  face  Interview  with  both  men  and  women  Interviewers  from  an 
evaluation  study  on  women  Is  likely  to  have  produced  fewer  dis- 
agreements on  this  issue  than  on  the  anonymous  questionnaire.  Fur- 
thermore, having  only  agree  and  disagree  categories  for  responses 
tends  to  produce  more  positive  responses  because  of  the  tendency  of 
respondents  not  to  be  too  negative  (see  reference  2. 3.4.4  c 7(j)). 
Having  a slightly  negative  response  catc  ary  would  have  likely 
mitigated  this  tendency. 

(f)  The  literature  gives  strong  evidence  that  women  have 
significantly  more  psychiatric  problems  than  men.  It  may  be,  however, 
that  women  are  more  likely  to  report  their  problems  or  seek  help  than 
men.  The  higher  Incidence  of  alcoholism  and  other  behavior  disorders 
for  men  may  be  the  way  that  men  react  to  their  mental  problems.  The 
source  of  the  high  female  psychiatric  rate,  however.  Is  not  known.  In 
general,  explanations  range  from  the  Inherited  biological  nature  of 
women  to  social  expectancy  and  attitude  pressures  on  them. 

3.  Conclusions. 

(a)  Emotional  problems,  when  defined  as  psychiatric  syndromes  are 
clearly  more  frequent  for  women  than  men. 

(b)  The  need  of  psychiatric  care  with  associated  costs  Is  likely 
to  increase  In  the  Army  as  more  women  enter  the  service.  However, 
male  related  problems  and  the  associated  costs  are  likely  to  decrease. 
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4.  Recommendations. 

(a)  That  the  Surgeon  General  be  tasked  to  conduct  an  in-depth 
study  of  emotionality  In  terms  of  mental  health  and  women  in  the 
military. 

(b)  That  ARI  be  tasked  to  conduct  an  in-depth  study  of 
emotionality  in  terms  of  expressive  emotion  in  job  performance. 


5.  Impact  on  Reserve  Components.  Unknown  without  further 
research. 

Impact  on  Accessions.  Unknown  without  further  research. 

7.  Source  of  Data. 

(a)  Gunderson,  E.  K.  E.  Epidemiology  and  Prognosis  of 
Psychiatric  Disorders  in  the  Naval  Service.  Current  Topics 
in  Clinical  ano  Community  Psychology.  1971,  3,  l29-2lu. 

(b)  Schuckit,  M.  A.  and  Gunderson,  E.  K.  E.  Psychiatric 
Incidence  Rate  for  Mavy  Women:  Implications  for  an  All 
Volunteer  Force.  Military  Medicine.  July,  1974. 

(c)  Shepherd,  M.,  Cooper,  B.,  Brown,  A.  C.  and  Kalton,  G.  W. 
Psychiatric  illness  in  General  Practice.  Oxford  University. 
London,  1966. 

(d)  Dohrenwent,  B.  P.  and  Dohrenwent,  B.  S.  Social  Status  and 
Psychological  Disorder:  A Causal  Inquiry"  Wiley.  Mew  York. 


(e)  Eysenck,  H.  J.  and  Eysenck,  S.  B.  6.  Manual  of  the  Eysenck 
Personality  Inventory.  University  of  London  Press,  London, 
1964. 

(f)  Kessel  N.  and  Munro,  A.  Epidemiological  Studies  In 

Psychosomatic  Medicine  Journal  of  Psychosomatic  Research. 
1964,  8,  67-81.  — 

(g)  Leighton,  P.  C.,  Harding,  J.  S.,  Macklln,  D.  B.,  MacMillan, 
A.  M.  and  Leighton,  A.  H.  The  Character  of  Danger; 
Psychiatric  Symptons  In  Selected  Communities.  Basic  Books, 
Mew  York,  1963. 

(h)  Lloyd,  B.  and  Archer,  J.  (Eds)  Exploring  Sex  Differences. 
Academic  Press,  N.Y.,  1976. 
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(i)  Ufeld,  F.  and  Pearlin,  L.  American  Psychological  Association 

Paper,  San  Francisco,  1977.  Reported  In  Psycholoav  Todav. 
December  1977.  “ 

(j)  Raj,  Des  The  Design  of  Sample  Surveys  New  York,  McGraw- 

Hill,  1972^  

d.  AGGRESSIVENESS.  An  Important  aspect  of  military  behavior 
during  times  of  conflict  and  war  is  aggressiveness  toward  the  eneo\y. 

A soldier  who  lacks  the  ability  to  become  aggressive  when  In  combat 
jeopardizes  any  mission.  The  objection  toward  women  in  combat  related 
areas  Is  that  they  lack  the  propensity  for  combat  aggressiveness. 

1.  Background. 

(a)  The  recent  Blnkln  and  Bach  Study  (see  reference  2. 3.4.4  d 
7(a))  reports  there  Is  concern  that  women  are  lacking  sufficient 
aggressiveness.  The  literature  on  sex  differences  support  the  view 
that  men  are  naturally  more  aggressive  than  women  (see  references 
2. 3. 4. 4 d 7(b)-(d)).  Cross  cultural  and  comparative  animal  studies 
provide  evidence  that  such  differences  are  related  to  physical  and 
ptyslologlcal  differences  (see  reference  2.3.4.4  d 7(e)). 

(b)  A review  of  the  literature  reveals  that  no  known  society  is 
dominated  by  women  who  are  warriors  (see  reference  2. 3.4.4  d 7(g)). 
This  argues  In  favor  of  the  biological  viewpoint. 

2.  Findings. 

(a)  Figures  2.3*4.22  through  2.3*4.25  display  the  results  of  the 
Interview  and  questionnaire  surveys  of  this  evaluation  on  the  Issue  of 
aggressiveness  and  It's  Integral  parts  - leadership,  confidence,  and 
the  ability  to  gain  respect.  The  percent  of  disagreements  to  the 
Issue  statement  are  given. 

(b)  The  responses  to  the  Interview  are  grouped  into  combat  versus 
combat  support  (plus  service  support)  units.  Neither  group  gave  a 
significant  number  of  disagreements  suggesting  aggressiveness  of  women 
Is  not  an  Issue.  The  Interviews  were  consistently  less  negative 

— toward  women  than  the  questionnaire  on  all  Issues. 

(*)_.  The  questionnaire  results  Indicate  a similar  lack  of  concern 

about  aggressiveness  even  In  wartime.  Only  four  of  the  nine  wartime 
percentages  reached  significance.  The  highest  percentages  were  found 
In  the  SGMA  (47*),  the  enlisted  (45*),  the  officer  (47*),  and  the  male 
(45*)  groupings. 


2-138 


:iveness  - In  general  women 


sateiuaj 


SJ3DIJJ0 

luejjeAA 


sauiepads 


paisuua 


Auiapeov 


'r  '•* 


r. 


8888883882 

Mjfietjd  lueojej 


seipuejg 

J9l|}0  ||V‘ 


sagouej^ 

suijv  lequjoo 


R 


y 


■HV 


»|(?W 


sajeujs  j 


sjaoi^o 

iueiJBM 


samejoads 

J33!^0 


SOW 

pajsjiug 


OSOvD 


Atuapeov 

WOS 


—■  = n 
So  & ^ 

* n 

I? 

SI* 


saipuejg 
jauio  |iv 


saipuejg  j— 
tuijv  leqiuoo 


888S88S882 

mjISssiq  juaojaj 


- In  general  women  can  gain  the  respect  of  fellow  team  members. 
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(n)  (820)  (487)  (191)  (802)  (8062)  (1024)  (316)  (7428)  (204) 

n - Number  respondents 

Figure  2.3.4.25 1 Summary  of  Questionnaire/Interview  Responses,  Peacetime  and 

Wartime  on  Issue  - Gains  Respect. 


(d)  Whether  aggressiveness  is  required  for  combat  support 
personnel  Is  a debated  question.  Although  combat  support  personnel 
have  a lesser  need  to  be  aggressive  in  their  primary  Jobs,  they  have 
the  potential  for  becoming  involved  In  combat.  Given  this  possibility 
It  might  be  argued  that  aggressiveness  Is  a requirement  of  these  jobs. 

(e)  Whether  aggressiveness  In  aqy  other  sense  Is  necessary  for 
the  non-combat  job  Is  not  clearly  stated  In  ary  known  source.  There 
are  times  when  the  term  Is  used  to  refer  to  assertiveness,  or  as  a 
leadership  quality.  Women  may  not  lack  aggressiveness  of  this  sort, 
by  nature.  Present  day  programs  In  assertive  training  seems  based  on 
the  assunptlon  it  can  be  taught  to  women. 

( f ) The  survey  data  does  not  reveal  a great  concern  about 
aggressiveness  of  women. 

3.  Conclusions. 

(a)  The  literature  supports  the  vies  that  women.  In  general,  do 
not  dl spl ay  as  ouch  outward  aggressiveness  as  men. 

(b)  However,  It  Is  not  logical  to  say  women  lack  the  ability  to 
be  aggressive.  Women  are  just  significantly  less  aggressive  when 
compared  to  men. 

(c)  The  term  aggressiveness  Is  not  always  used  to  mean  combat 
type  aggression  but  rather  a tendency  to  be  assertive.  Assertiveness 
Is  a quality  which  may  be  easily  taught  to  both  men  and  women. 

4.  Recommendations.  That  ARI  be  tasked  to  conduct  an  In-depth 
study  on  the  aggressive  nature  of  women  and  military  performance. 

5.  Impact  on  Reserve  Components.  Unknown. 

6.  Impact  on  Accessions.  Unknown. 

7.  Source  of  Data. 

(a)  Women  In  The  Military  (Blnkln  A Bach  1976). 

(b)  Or.  Margaret  Mead  "A  National  Service  System  as  a Solution  to 
a Variety  of  National  Problmu."  (University  of  Chicago  Press  1976, 
Page  108). 

(c)  McCoby,  E.E.  and  Jacklln,  C.N.  (1974),  "The  Psychology  of  Sex 
Differences",  Stanford  University  Press,  Stanford. 

(d)  Money,  J.  end  Ehrhardt,  A.A.,  "Man  and  Woman"  Boy  and  Girl. 
Baltimore:  John  Hopkins,  1972. 
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(e)  Rosenblatt,  P.C.  and  Cunningham,  M.R.,  "Sex  Differences  In 
Cross-Cultural  Perspective".  In  B.  Lloyd  and  J.  Archer  (Eds)  Explor- 
ing Sex  Differences.  New  York:  Academic  Press,  1976. 

(f)  Sherman,  J«A. , On  the  Psychology  of  Women:  A Survey  of 
Empirical  Studies.  Springfield,  111.,  Charles  C.  Thomas,  1971. 

(g)  Ember,  N.  and  Ember,  C.R.,  The  Conditions  Favouring 

Matrllocal  versus  Patrllocal  Residence,  American  Anthropologist.  1971. 
73.  571-594.  

e.  HYGIENE/MENSES.  Hygiene  and  menses  are  a source  of  definite 
Physical  and  morale  problems  In  the  field  which  Impacts  on  the  Job 
performance  and  mission  accomplishment. 

1.  FI ndlnos.  As  part  of  this  study.  Interview  teams  surveyed 
commanders,  military  supervisors,  and  soldiers  on  the  Issue  of 
hygiene/ menses.  The  Interviewers  asked  If  women  could  perform  ai\y  job 
In  their  unit  during  their  menstrual  period.  Opinions  were  given  for 
peace  time  and  combat  situations.  They  mere  also  asked  about  problems 
of  female  hygiene.  Figure  2.3.4.26  and  2.3.4.27  dlspley  the  survey 
results. 

(a)  Of  the  1421  soldiers  Interviewed,  741  agreed  a women  could 
perform  her  duties  In  a peace  time  situation  and  711  agreed  she  could 
perform  In  a combat  environment  during  the  period  of  menstrual  flow. 

1 

(b)  A questionnaire  administered  to  7384  soldiers,  asked  the  same 
question  but  allowed  the  respondent  to  answer  with  either  "strongly 
agree;  agree;  disagree  to  strongly  disagree."  52.31  agreed  or 
strongly  agreed  for  the  peace  time  situation  and  60.81  for  the  combat 
situation. 

(c)  The  hygiene  problem  reflected  on  Interviews  that  only  191  of 
the  1421  Indicated  this  to  be  a problem  during  peace  time  and  251 
during  a combat  situation.  Questionnaire  responses  showed  of  the  7384 
surveyed,  that  48.71  for  the  peace  time  and  551  for  the  combat 
situation  felt  hygiene  to  be  a problem  area. 

(d)  Findings  of  the  REF-MAC  77  study  In  this  area  concluded  that 
women  In  REFORGER  encountered  a variety  of  problams  with  health  and 
sanitation.  Latrine  arrangements,  even  separate  latrines,  were 
unsatisfactory  In  the  view  of  most  women  because  of  distance  Involved 
or  lack  of  privacy.  Schedules  for  showers  were  Inadequate  or 
unsatisfactory  with  the  result  that  maqy  women  could  not  shower  with 
normal  frequency.  Some  gynecological  problems  resulted  from  this. 
Medical  facilities  were  not  adequate  to  support  female  service  members 
In  the  field.  The  recommendations  Included  that  action  be  Instituted 
to  Improve  the  tactical  and  field  sustainment  training  of  female 
leaders  (see  reference  2. 3.4.4  e 6(f)). 


2-144 


4 


S9|eUJ3; 


saieyyi 


sjaoi^o 

Iubjjbaa 


saii|e!38ds 

J33IJJO 


SOM 

peisjiug 


Auuapeov 

MOS 


uipuejg 
J»M»o  ||V 


saipuejg 
suuy  itquioo* 


: Menses  - In  general  women  can  work  well  during  female  period. 
Peacetime  HI 


saietuej. 


sjeojyo 

iuejje/vy 


sajjiejoads 


peitjiug 


Auiapeov. 


seqouejg 


uqouug 

wujv  tequjoo 


MiOetio  lueojad 


2.3.4.27|  Summary  of  Questionnaire/Interview  Responses,  Peacetime  and 
Wartime  on  Issue  - Menses. 


I 

* 

* 

* 


(e)  Often  times  men  are  under  "the  misconception  that  menstrua- 
tion negatively  effects  job  performance.  A survey  of  Army  personnel 
indicates  that  military  men  are  particularly  apt  to  attribute  women's 
incapacity  to  such  factors  as  menstruation"  (see  reference  2. 3. 4. 4 e 
6(a)).  Women  often  exaggerate  discomforts  (normally  complaints  of 
cramps)  associated  with  the  menstrual  period  when  they  are  supervised 
by  a male  In  order  to  avoid  performing  some  duties.  However,  if  work 
days  lost  because  of  menstrual  problems  are  any  indication  of  the 
severity  of  a woman's  condition  then  the  male  supervisor  must  be 
educated  as  to  the  facts  associated  with  menstrual  disorders  versus 
their  conceptions  of  the  problem.  Information  collected  by  the 
National  Health  Interview  Survey  In  1974  reveals  that  "only  one  oat  of 
twelve  women  in  the  labor  force  could  be  expected  to  report  a 
menstrual  disorder  condition  that  would  entail  losing  an  average  of 
1.3  days  a year;  overall,  women  in  the  1974  labor  force  lost  an 
average  of  one- tenth  of  a day  per  year  for  menstrual  reasons"  (see 
reference  2. 3.4. 4 e 6(b)).  Additionally  "as  assessment  of  women's 
ability  to  perform  complex  perceptual -psychometer  tasks  during 
different  phases  of  the  menstrual  cycle  conludes  that  there  were  no 
performance  decrements  associated  with  the  menstrual  cycle"  (see 
reference  2. 3. 4. 4 e 6(c)). 

(f)  Also  fueling  the  controversy  Is  an  emerging  boc(y  of  research 
on  the  Issue  of  whether  men  undergo  cyclic  emotional  variation.  At 
least  one  study  hypothesizes  that  men,  too,  have  a monthly  temperature 
cycle  and  may  periodically  suffer  some  of  the  psychological  and 
emotional  symptoms  associated  with  the  female  menstrual  cycle  (see 
reference  2. 3.4. 4 e 6(d)).  In  both  cases  the  "Importance"  of  arty 
cycle  effect  Is  probably  not  great. 

(g)  Many  of  the  male  responses  on  the  question  of  menses 
Indicated  that  they  could  only  judge  from  their  wives,  sisters,  and 
mothers  since  they  had  not  worked  with  women  and  really  didn't  know 
first  hand  If  a woman  could  perform. 

(h)  Some  of  the  problems  experienced  by  women  who  participated  in 
REFORMER  77  could  have  been  avoided  If  they  had  received  more  training 
In  field  sanitation  and  had  more  exposure  to  a field  environment. 
Leaders  also  must  be  trained  to  ensure  the  needs  of  the  female  soldier 
are  met  the  same  as  that  of  the  male  soldier  (l.e.,  medical  facili- 
ties, medications,  supplies  and  equipment  to  support  the  female  In  the 
field)  (see  reference  2. 3.4.4  e 6(e)). 

2.  Conclusions. 

(a)  There  Is  little  evidence  that  menstruation  or  hygiene 
problems  negatively  affect  Job  performance  of  women.  There  Is 
evidence  that  supervisors  do  not  understand  the  female  menstrual  cycle 
and  that  the  women  often  take  advantage  of  that  fact. 
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(o)  Females  who  are  properly  trained  In  field  sanitation  and  who 
are  frequently  exposed  to  the  field  envl moment  will  probably  be  able 
to  cope  with  the  sanitation/hygiene  problems  If  provided  the  necessary 
supplies  and  equipment  peculiar  to  female  needs. 

3.  Recommendations. 

(a)  That  OTSG  review  and  evaluate  the  sanitation/hygiene  needs  of 
service  people  In  a field  environment  as  requested  by  the  Director, 
WAC. 

(b)  That  emphasis  be  placed  on  the  training  and  education 
environment  to  ensure  that  leaders  are  made  aware  of  the  problems  and 
how  to  cope  with  them. 

4.  Impact  on  Reserve  Forces.  The  Reserve  components  representa- 
tive concurs  with  the  conclusions  and  recommendations  on  this  Issue. 

5.  Impact  on  Accessions.  If  female  soldiers  are  not  properly 
trained  In  field  sanitation  and  field  situations,  unit's  with  a high 
content  of  female  soldiers  could  have  a serious  problem  In 
accomplishing  the  mission. 

6.  Source  of  Data. 

(a)  WITA  Interviews/Questionnaires. 

(b)  MILPERCEN  Letter,  DAPC-EPT-A,  dated  9 Jan  1978,  subject: 
Request  for  Women  to  Participate  In  a Study  of  Cyclic  Variation  of 
Performance  Capabilities. 

(c)  D.F.,  D-WAC , dated  8 Nov  1978,  subject  OB/GYN  Service;  Field 
Sanitation. 

(d)  Martin  Blnkln  A Shirley  J.  Bach,  "Women  and  The  Military", 

The  Brookings  Inst.  (1977). 

(e)  Batts  and  Others,  "The  Roles  of  the  women  in  the  Army  and 
Their  Impact  on  Military  Operations  I Organization,"  USAWC,  May  75. 

(f)  REF-WAC  77,  ARI. 

2.3.4. 5.  ISSUES  OF  LITTLE  CONCERN. 

a.  Findings. 

1.  The  studies  of  foreign  Armies  as  pertains  to  women  are  not 
relative  to  the  female  soldier  In  the  US  Army. 


2.  The  issues  of  coordination,  confidence,  teamwork,  promotions 
and  mechanical  ability,  appear  to  have  no  significant  bearing  on  the 
capabilities  or  utilization  of  women  In  the  Army. 

3.  The  results  of  the  MITA  evaluation  indicated  little  concern 
for  arm/leg  length  for  most  jobs  surveyed.  However,  specific  MOS's 
did  Indicate  a concern.  For  example,  43%  of  the  of  the  356  combat 
engineers  (12B)  Indicated  that  women  might  have  a problem  because  of 
either  arm  or  leg  length.  Unfortunately,  objective  data  was  not 
available  to  the  WITA  study  to  determine  if  specific  jobs  have 
anthropometric  requirements. 

b.  Recommendations. 

1.  That  no  further  studies  be  initiated  in  the  area  of  foreign 
armies  as  pertains  to  women  in  the  United  States  Army. 

2.  Issues  listed  in  paragraph  2. 3. 4. 5 a 2,  above,  be  eliminated 
from  further  studies  sponsored  by  the  Army.  There  are  not  considered 
to  be  germane  strictly  to  women. 

3.  That  the  Army  make  an  objective  survey  of  anthropometric 
requirements  for  equipment  used  by  Army  personnel. 
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This  appendix  contains  the  back  up  material  and  data  in  support  of 
objective  1.  Contents  are  as  indicated  below: 
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TITLE 

PAGE 

1 

Open  MOS  with  Above  Baseline  Physical 
Requirements 

A— 1-1-1 

2 

Criterion  for  Using  MOS/SSI  Analysis 

Matrix 

A-l-2-1 

3 

Methodology  for  Applying  Results  of  Physical 
Capabilities  Panel  to  MOS/SSI  Analysis 

A-l-3-1 

4 

Summary  of  Background  and  Responses 
(Questionnaire) 

A-l-4-1 

5 

Completed  Matrices  Based  on 

MOS/SSI  Analysis 

A-l-5-1 

b 

Impact  of  Rotation  base  and  Promotion 
on  MOS/ Special  ties 

A- 1-6-1 

n 

ANNEX  1 


OPEN  MOS  WITH  ABOVE  BASELINE  PHYSICAL  REOUIREMENTS 


CMF 

MOS 

MOS  TITLE 

13 

17B 

17C 

93F 

Field  Artillery  Radar  Crewian 

Field  Artillery  Target  Acquisition  Specialist 

Field  Artillery  Meteorological  Crewman 

23 

~7ZT 

23U 

24H 

24J 

24K 

24L 

Nike-Hercules  Missile-Launcher  Repairman 

Nike  High  Power  Radar-Simulator  Repairman 

Improved  Hawk  Fire  Control  Repairman 

Improved  Hawk  Pulse  Radar  Repairman 

Improved  Hawk  Conti  nous  Wave  Radar  Repairman 

Improved  Hawk  Launcher  and  Mechanical  Systems  Repairman 

2b 

26B 

Weapons  Support  Radar  Repairman 

27 

210 

21L 

2 78 
27E 
27F 
270 
27H 

Pershing  Electronic  Material  Specialist 

Pershing  Electronics  Repair 

Land  Combat  Support  System  Test  Specialist/Lance  Repairer 
Tow/Dragon  Repairer 

Vulcan  Repairer 

CHAPARRAL/REOEYE  Repairer 

Shillelagh  Repairer 

3l 

31 J 

teletypewriter  Repairman 

32 

2bV 

Satellite  Common  cations  Ground  Station  Equipment  Repairman 

3b 

360 

36E 

Antennaman 

Cable  Splicer 

51 

51B 

51C 

51H 

51N 

51R 

62E 

b2F 

b20 

b2H 

62J 

Carpenter 

Structures  Specialist 

Construction  Foreman 

Water  Supply  Specialist 

Electrician 

Crawler  Tractor  Specialist 

Crane  Operator 
yuarryman 

Concrete  Paving  Equipment  Operator 

General  Construction  Machine  Operator 

b2 

52t 

520 

52E 

Power  tack  Specialist 

Power  Generator  Equipment  Repairman 

Power  Station  Operator  * 

54 

54E 

Chemical  Operations  Specialist 

55 

35  F 

550 

550 

55X 

Nuclear  Weapons  Electronic  Specialist 

Explosive  Ordnance  Disposal  Specialist 

Nuclear  Weapons  Maintenance  Specialist 

Ammunition  Inspector 

63 

34G 

41C 

41J 

44B 

44E 

45B 

45L 

540 

62B 

Pi  re  Control  Computer  Repairman 

Fire  Control  Instrument  Repairman 

Office  Machine  Repairman 

Metal  Worker 

Machl ni st 

Small  Arms  Repairman 

Artillery  Repairman 

Chemical  Equipment  Repairman 

Construction  Equipment  Repairman 

A-l-1-1 


MOS  TITLE 


CM:; 


Wheel  Vehicle  Mechanic 

Track  Vehicle  Mechanic 

Recovery  Spec i al 1 st 

fuel  A Llectrical  System  Repairman 

Automotive  Repairman 

Quartermaster  Equipment  Repainnan 


Terminal  Operations  Coordinator 
Watercraft  Operator 
Watercraft  Engineer 
Marine  Hull  Repainnan 
Motor  Transport  Operator 
Traffic  Management  Coordinator 


Airplane  Repairer 
Medium  Helicopter  Repairer 
Ooservation/Scout  Helicopter  Repairer 
Heavy  Lift  Helicopter  Repairer 
Aircraft  Power  Plant  Repairer 
Aircraft  Power  Train  Repairer 
Aircraft  Electrician 
Aircraft  Structual  Repairer 
Aircraft  Pneudraulics  Repairer 
Helicopter  Missile  System  Repairer 


Parachute  Rigger 
Fabric  Repair  Specialist 
Laundry  and  Bath  Specialist 
Graves  Registration  Specialist 
Material  Supplyman 
Medical  Supplyman 
Storage  Supplyman 
Subsistence  Supplyman 


Medical  Specialist 
Clinical  Specialist 
Operating  Room  Specialist 
Psychiatric  Specialist 
Behavioral  Science  Specialist 
Orthopedic  Specialist 
Physical  Therapy  Specialist 
Occupational  Therapy  Specialist 
X-Ray  Specialist 
Veterinary  Specialist 
Environmental  Health  Specialist 
Animal  Specialist 


Petroleum  Supply  Specialist 
Petroleum  Laboratory  Specialist 


tary  Police 
Correctional  Specialist 
Assistant  Special  Agent 


nsor  Specialist 
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Annex  2 

CRITERION  FOR  USING  MOS/SSI  ANALYSIS  MATRIX 

1.  Combat  Exclusion  Definition  (CEP). 

a.  Any  statement  in  the  job  description  found  in  the  AR  bll 
series  that  indicates  employment  of  a weapon  as  a primary  task  in 
conflict  with  the  CEO  results  in  a NO  00  in  block  1A. 

b.  Any  task  identified  in  the  proponent  agency  task  lists,  sol- 
diers' manuals,  FM's  or  TM's  that  indicates  employment  of  a weapon  as 
a primary  task  in  conflict  with  the  CEO  results  in  a NO  GO  in  block 
2A. 


c.  When  a physical  task  also  involves  employing  a weapon  as  a 
primary  function,  block  3A  is  used  to  indicate  NO  GO. 

d.  Block  5A  is  used  to  reflect  the  DA  decision  of  20  Dec  77.  The 
decision  to  open  previously  closed  MOS  is  indicatea  by  GO. 

2.  Career  Progression. 

a.  Block  IB  is  used  to  record  the  results  of  the  analysis  of  the 
career  progression  chart  in  the  AR  611  career  management  field  series. 
A NO  GO  in  this  block  is  basis  for  a final  recommendation  of  closure. 
If  the  MOS  feeds  a closed  MOS  prior  to  E9,  a NO  GO  Is  recorded. 

b.  Block  5B  is  used  to  reflect  the  results  of  objective  3 
analysis.  Objective  3 methodology  accounts  for  the  open  MOS  in  closed 
units  and  decrements  for  rotation  base  and  promotion  considerations 
for  those  males  who  must  fill  the  positions.  When  the  number  of 
positions  available  for  women  is  zero,  or  so  small  as  to  be  considered 
tokenism,  a NO  GO  is  recorded.. 

3.  Physical  Capabil ities/Limi tations. 

a.  Block  1C  is  used  to  reflect  any  physical  tasks  In  the  AR  611 
job  descriptions  that  parallel  physical  tasks  Identified  by  the 
Physical  Requirements  Panel  (Appendix  D)  as  being  beyond  the 
capability  of  75%  of  women. 

b.  Block  3C  Is  used  to  reflect  the  results  of  the  Physical 
Requirements  Panel  of  IB-19  January  (Appendix  D).  Critical  tasks 
beyond  the  capability  of  75%  of  women  result  In  a NO  GO.  The  criteria 
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of  7b%  is  a subjective  decision  by  EWITA.  If  7s%  of  women  can  do  a 
task,  there  is  no  basis  for  excluding  women  (see  Annex  3,  Appendix 
A-l ) . 

c.  Block  4C  is  used  to  reflect  the  results  of  the  questionnaire 
survey  of  personnel  serving  in  the  MOS  (see  Annex  2,  Appendix  B). 
Significant  problems  identified  in  the  arsas  of  strength,  hand  grip, 
endurance,  size,  arm/leg  length,  result  In  a NO  GO. 

4.  Attitudes  and  Perceptions.  Blocks  2D,  4D  and  5D  are  used  to 
reflect  the  results  of  the  questionnaire  survey  of  personnel  serving 
In  the  MOS.  Problems  Identified  by  a sufficient  sanple  (75%  confi- 
dence) were  reflected  as  NO  GO' s in  the  blocks  of  the  matrix  discussed 
below: 


a.  Block  2D.  Mechanical  ability  and  skills. 


b.  Block  4D.  Are  women  capable  of 
the  key  block  In  the  Identification  of 


performing  this  job?  This  is 
problems  by  the  survey  sample. 


c.  Block  5D.  At  the  discretion  of  the  MOS/speclalty  analyst  and 
based  on  peculiarities  of  the  job,  significant  problem  areas  from  the 
questions  on  toughness,  self  image,  stress,  emotional  control,  and 
leadership  may  result  In  a NO  GO. 


a.  General.  There  Is  an  absence  of  critical  and  physical  task 
lists  and  career  progression  concepts  by  career  management  field  for 
both  officers  and  warrant  officers. 


b.  Warrant  Officers.  The  primary  concern  with  warrant  officers, 
other  than  pilots,  is  career  progression  In  terms  of  the  enlisted 
source.  Determination  of  the  enlisted  career  field  source  for  warrant 
officer  MOS  and  analysis  of  the  open  or  closed  status  of  those  sources 
ru.i*ne  pas^s  *or  establishing  a GO  or  NO  GO  on  career  progression. 
This,  compared  with  the  attitudes  and  perceptions  of  incumbents 
surveyed.  Is  the  primary  basis  for  EWITA  recommendations. 

c,  0ff1cers*  In  the  absence  of  a documentary  basis  other  than  AR 
611-101  and  attltudlnal  data,  EWITA  assuned  that  at  the  junior  officer 
level  (company  grade)  officers  must  be  able  to  set  an  exmaple  In 
p!!ysi£?  capabilities  and  task  performance  for  enlisted  personnel  In 
the  MOS  and  units  to  which  they  must  be  assigned  for  career 
progression.  As  an  example,  the  cannon  field  artillery  officer  must 
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ANNEX  3 


METHODOLOGY  FOR  APPLYING  RESULTS  OF  PHYSICAL 
CAPABILITIES  PANEL  TO  MOS/SSI  ANALYSIS 


1.  Many  factors  contributed  to  the  ultimate  decision  to  open  or 
close  a given  MOS/SSI  to  women.  One  such  factor  was  a comparison  of 
the  physical /physiological /anthropometric  requirements  of  each  MOS/SSI 
with  the  capabilities  of  women. 

2.  Ideally,  the  specific  requirements  of  each  MOS/SSI  would  be 
specified.  A reliable  and  valid  test  would  be  developed  to  measure 
individual  capabilities  against  requirements.  Individuals  would  be 
tested  to  insure  their  capability  to  perform  in  the  MOS/SSI  prior  to 
assignment.  Unfortunately,  no  such  comprehensive  list  of  MOS/SSI 
requirements  exists.  Neither  is  there  a test  to  adequately  measure 
individual  capabilities  against  even  the  most  critical  MOS/SSI  skills. 
In  the  absence  of  the  required  precision  to  measure  capabilities  of 
individuals,  EWITA  compared  the  best  estimate  of  the  critical  MOS/SSI 
requirements  against  the  best  available  data  concerning  the  percentage 
of  women  who  could  perform  the  requirements  of  the  MOS/SSI,  given  ran- 
dom assignment  to  that  MOS/SSI. 

3.  For  example,  if  80%  of  women,  randomly  selected  can  do  the 
critical  tasks  of  a given  MOS,  and  if  lu  are  assigned  to  that  MOS 
randomly,  then  8 out  of  lu  will  theoretically  be  able  to  perform 
adequately.  Practically,  this  is  a worst  case,  since  those  who  are 
obviously  incapable  should  be  weeded  out  prior  to  assignment. 

4.  The  next  requirement  is  to  determine  what  "percentage  of 
MOS/SSI  incumbents  who  cannot  do  the  job"  the  Army  can  accept  without 
degrading  its  combat  effectiveness  below  the  current  state.  To 
provide  a base  line  of  comparison,  EWITA  obtained  an  estimate  of  the 
percentage  of  males  who  can  perform  the  critical  tasks  of  a given 
MOS/SSI.  This  was  enlightening,  since  it  surfaced  a number  of  criti- 
cal tasks  which  few  males  can  perform.  While  the  percentage  of  males 
who  can  perfo>m  critical  tasks  varies  from  lu  percent  in  the  54E  MOS 
to  1U0  percent  in  many  MOS,  the  average  is  estimated  to  be  above  75-80 
percent  across  all  MOS. 

5.  Using  75-8U  percent  as  an  initial  cut-off,  EWITA  additionally 
considered  equipment  design  which  is  generally  geared  to  males  from 
the  5th  to  95th  percentile  (10%  may  not  be  able  to  use  the  equipment). 
An  informal  poll  of  commanders  was  conducted  to  determine  their  best 
estimate  of  the  percentage  of  MOS  incumbents  who  are  unable,  at  any 
given  time,  to  perform  the  critical  MOS  tasks.  The  commanders 
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estimated  that  at  any  given  time  lux  to  3U%  of  their  personnel  are  not 
capable  of  doing  the  critical  tasks. 

6.  To  avoid  reducing  the  number  of  soldiers  who  can  perform  ef- 
fectively in  any  given  MOS  above  the  current  level.  It  appeared  that 
70-80  percent  of  all  MOS  incumbents  must  be  able  to  perform  effective- 
ly, all  critical  MOS  tasks.  Thus,  EWITA  accepted  the  figure  of  75 
percent  as  the  minimum  number  for  the  cutoff.  If  it  was  estimated 
that  75  percent  or  more  of  the  women  being  Inducted  Into  the  Army,  at 
any  given  time,  could  perform  the  critical  tasks  of  an  MOS,  that  MOS 
was  not  closed  to  women  based  on  physlcal/physlological/anthropometric 
requirements  of  the  MOS. 

7.  This  estimate  assumes  completely  random  assignment  to  the 
MOS.  It  assumes  equal  numbers  of  males  and  females  In  the  MOS.  It 
also  assunes  no  reclassification  based  on  unacceptable  performance. 

It  Is  clear  that  this  Is  only  a starting  point  and  that  the  Army  must 
establish  a valid  job- task  analysis  and  develop  tests  to  measure  the 
capabilities  of  Individuals  against  specific  MOS  requirements.  This 
Is  especially  true  given  the  current  numbers  of  "unable  to  perform 
MOS"  Incumbents  and  the  fact  that  there  Is  more  variance  within  some 
MOS,  as  far  as  requirements  are  concerned,  than  there  are  between  MOS. 
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ANNEX  4 


| 


o 


a 


1.  This  annex  contains  Information  concerning  the  background  sum- 
maries and  raw  data  by  MOS/speclalty  of  the  questionnaire  respondents. 
Summary  Information  Is  also  contained  In  the  overall  wrap-ups  by  major 
categories  and  for  responses  received  from  students  at  the  Command  and 
General  Staff  College  and  the  Sergeants  Major  Academy. 

2.  The  annex  contents  are  summarized  below. 
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T1  tie 

Page 

Background  and  Questionnaire  Summaries 
by  Officer  Specialty 

A- 1-4-2 

K 

Background  and  Questionnaire  Summary  Wrap-Up 
(Officer) 

A-l-4-12 

Background  and  Questionnaire  Summaries 

By  Warrant  Officer  MOS 

A-l-4-14 

Background  and  Questionnaire  Summary  Wrap-Up 
(Warrant  Officer) 

A- 1 -4-20 

Background  and  Questionnaire  Summaries 

By  Enlisted  MOS 

-1-4-22 

Background  and  Questionnaire  Summary  Wrap-Up 
(Enlisted) 

A- 1-4-80 

o 

i 

Background  and  Questionnaire  Summary 
(Sergeants  Major  Academy) 

A- 1-4-82 

Background  and  Questionnaire  Summary 
(Command  and  General  Staff  College) 

A- 1-4-84 

Background  and  Questionnaire  Summary  Wrap-Up  (Male) 

A- 1-4 -86 

Background  and  Questionnaire  Summary  Wrap-Up  (Female) 

A- 1-4-88 

1 

Background  and  Questionnaire  Summary  Wrap-Up  (Overall) 

A- 1-4-90 
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TABLE  A. 1.4.1.  Background  Sunmary  on  Questionnaire  Respondents, 
Specialty  13A  (Cannon  FA  Officer), 
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Number  of  Respondents:  309  Confidence  Level:  94% 

Women  can  work  In  this  MOS/Speclalty  considering  (IssueV. 


1 

1 

Percentage  In  Peacetime 

Percentage  In  Wartime 

1 

Issue 

Strongly 

Agree 

Agree 

01s- 

Agree 

Strongly 
01 sagree 

Strongly 

Agree 

Agree 

Dis- 

Agree 

Strongly 
01 sagree 

1.  Strength 

16.8 

34.6 

29.8 

18.8 

12.3 

21,7 

29.4 

36.6 

2.  Size 

TO 

42.4 

22.0 

' 2.9 

19.4 

36.9 

20.4 

23.3 

3.  brip 

TO 

47.9 

16.  5 

9.1 

23.9 

44.7 

16.8 

13.3 

a.  coordination 

TO 

54./ 

(5*  1 

b.Z 

29.4 

51.8 

9.7 

8.4 

S.  Arm/Leg  Length 

~7TTB 

ou.z 

1Z73 

8 4 

Z6.2 

48.2 

13.3 

TO 

6.  Endurance 

“TO 

34.0 

3077" 

TO 

13.6 

T57T 

33./ 

34.3  _ 

7.  Menses 

ITT 

34.0 

30.  T 

17.5 

13.9 

26.2 

29.8 

29.1  — 

8.  Pregnancy 

”T5 

5.2 

28.2 

63.4 

1.0 

.3 

13.6 

84.5 

9.  hygiene 

TO 

29.8 

"3572“ 

18.8 

11.3 

20.4 

35.3 

32.7 

10.  Profiles 

"20 

43.7 

18.1 

9.7 

24.6 

41.7 

-14.2 

11.  Emotion 

TO 

U77~ 

T4. 3 

8.1 

18.4 

28.5 

30.7 

22.0 

12.  Stress 

TO 

T5T- 

TO 

7.8 

15.9 

34.6 

30.1 — 

.19.1 

13.  Confidence 

2&.4 

54,4 

12.6 

3.2 

24.9 

43.7 

23.3 

-7.8 

14.  Touahness 

17.5 

31.4 

35.3 

15.9  __ 

11.7 

18.4 

35. 3_ 

IS.  Gain  Resoect 

23.0 

43.0 

26.2 

7.8 

18.1 

34.3 

30.4 

17  2 

16.  Aggressiveness 

22.0 

24.9 

8.7 

15.9 

33.7 

3LJL 

10,4  . 

17.  Mech  Ability 

26.2 

48.5 

20.4 

4ls 

24.9 

45.0 

20.4— 

0 7 

' lbl  skills  “ 

19.1 

34.6 

33.7 

12.6 

14.9  . 

26.2 

35.6 

23.0 

l9.  hake  Effort 

54.0 

9.1 

5.5 

26.9  _ 

46.3 

16.5 

1U.4 

26.  Self  image 

T O 

30.1 

41.1 

9.7 

14.6 

24.6 

41.7 

19-1 

21.  Leadership 

23.6 

47.6 

21,0 

7.4 

18.8  __ 

32.4 

30.7 

_LL5 

22.  Fraternization 

18.8 

32.7 

34.0 

13.9 

16.2 

26.9 

34.6 

22.0 

23.  Single  Parent 

10.4 

24.9 

30 

29.4 

6.8 

16.2 

24,9 

MA. 

24.  Tern Eork 

"!iT7 

§1,2 

"T7“ 

2.3 

$3,1 

14,2 

-L3 

25.  Are  Capable 

6.2 

28.5 

34.6 

20.4 

12.0 

13.9 

29.8 

43.7 

lU 

22.7  1 22.7 

ALA 

7.1 

UA. 

21J  ■ 

sr.fi 

NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.l.4.2.  Summery  of  Questionnaire  Responses.  Specialty  13A  (Cannon  FA  Officer) 
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NUMBER  OF  RESPONDENTS  66 


YEARS 


CONFIDENCE  LEVEL  645, 


KHA’IUW  Tim  B 


GRADE 


EDUCATION 


IWttlJ.U 
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RESPONSES 


GENDER 
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1 SUPERVISED 
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■■rrnHTHM 
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% 
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% 

36 
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57 
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Ingle  I 10  I 15.? 


ed 


Ml 
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* Incomplete  or  missing  data 

TABLE  A. 1.4. 3.  Background  Summary  on  Questionnaire  Respondents, 
Specialties  13B,  13C,  13D  (FA  Officer). 

A- 1-4-4 
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Number  of  Respondents:  kk  Confidence  Level: 

Women  can  work  in  this  MOS/ Specialty  considering  (issue). 


1.  Strength 


re 


Percentage  in  Peacetime 


Strongly 


Percentage  in  Wartime 


ooroi nation 


rm/Leg  ten 


Hill 


es 


motion 


re  ss 


ontidence 


14.  Toughness 


KUKSiaH 


IftN 
■■ 

■tr*i 
-mum* 


re  ca 


Agree 

D1  s- 
Agree 

42.9 

22.9  I 

7.1  8.5 


6.1  28.0 


29.6 


IEHTMIFJEM 

IEMFCT 

Ilfl'BkMB 


25.6  33.9 


NOTE:  Percentages  that  do  not  total  llx>*  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 1.4. 4.  Sumary  of  Questionnaire  Responses,  Specialties  138,  IX,  IX 
(FA  Officers). 


NUMBER  OF  RESPONDENTS  198 


CONFIDENCE  LEVEL  88% 


YEARS  RESPONSES 
SERVICE  "TUri  I 


GRADE 


EDUCATION 


RESPONSES! 


TOTAL 


RESPONSES 


RESPONSES 


RESPONSES 


GENDER 


WHITE 


TOTAL 


TOTAL 


PER IOO  IN 
MONTHS 


MARITAL 

STATUS 


Single 


Inc  caplet*  or  abasing  oata 


TABLE  A.  1.4. 5 Background  Suemry  on  Questionnaire  Respondents, 

Specialty  14CMF  (14A,  14B,  14C,  140,  14E,  14F,  146)  (AO  Officer), 


IES2EH5I 

■ilia 

■EJi  I 

■ 

■ 

Number  of  Respondents 


Confidence  Level : 88% 


■swamniumuii 


12.6  I 37.9 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 1.4. 6.  Summary  of  Questionnaire  Responses,  Specially  14  CMF  (14A,  148,  i4C, 
140,  14E,  14G)  (AD  Officer), 
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* Incomplete  or  missing  data 


TABLE  A.l.4.7.  Background  Sunmary  on  Questionnaire  Respondents, 
Specialty  15A  (AVN  Officer). 

A- 1-4-3 


Number  of  Respondents:  246 


Confidence  Level:  982. 


Women  can  work  in  this  MOS/Special ty  considering  (issue) 

Percentage  in  Peacetime 

Issue  Strongly  Di  Strongly  St 


1.  Strength 

2.  Size 

3.  Grip 

4.  Coordination' 
b.  Arm/Leg  Lengf 

6.  Endurance 

7.  Menses 

6.  Pregnancy 

9.  Hygiene 

lu.  Profiles 

11.  Emotion 

12.  Stress 

-13.  Confidence 


Strongly 
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Agree 
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4b. 9 

31.8 

15.5 

51.8 

32.7 

1U.2 

52.7 

35.1 

7.3 
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35.1 

5.3 

51.0 

35.7 

11.4 

44.9 

28.6 

16.7 

3*. 2 
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32.7 

6.9 

2.9 

22.9 
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23.7 
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45.3 
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17.1 

39.2 

27.8 

24.9 

45.7 

28.2 

18.8 

Percentage  in  Wartime 


Ag 


21.  Leadership 

I 23.7 

22.  Fraternization 

32.2 

22-9 

23.  Single  Parent 

24.1 

17.1 

24.  team  Work 

53.5 

tftl 

55.  Are  Capable 

42.4 

30.6 

26.  Should  Allow 

37.6 

27.8 

MOTE:  Percentages  that  do  not  total  loot  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.l.4.8.  Summary  of  Questionnaire  Responses.  Specialty  15A  (AVN  Officer). 
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NUMBER  OF  RESPONDENTS  J50  CONFIDENCE  LEVEL 


* Incomplete  or  missing  data 

TABL£  A.l.4.9.  Background  Summary  on  Questionnaire  Respondents, 
MOS/Specialty  25A  (Combat  Signal  Officer). 
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NUMBER  OF  RESPONDENTS  JH24 


CONFIDENCE  LEVEL 


Number  of  Respondents:  1024  Confidence  Level:  95*. 


Women  can  work  In  this  MOS/Specialty  considering  ( i ssue) . 


! 

Percentage  in  Peacetime 

Percentage  in  Wartime  i 
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Strongly 

Agree 

Agree 
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Agree 
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34.7 
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19.3 
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27.1 

24.3 
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22.9  ! 

2.  Size 

39.6 

39.3 
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7.0 
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16.1 
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3.  Grip 
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43.2 

lo.3 

5.3 

39.5 

40.9 

10.3 

8.1 

4.  Coordination 

47.7 

6e  1 

3.4 

40.7 

44.8 

7.4 

6*1 

5.  Arm/Leg  Length 

39.3 

43.8 

11.1 

“571 

38.2 

41.9 

11.1 

7.8 

6.  Endurance 

33.5 

32.3 

22.9 

10.7 

22.1 

19.1 

33.5 

24.2 

7.  Menses 

28.7 

26.1 

30.2 

14.1 
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19.1 
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8.  Pregnancy 
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3.9 
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2.2 

. 16.9 

78.5 
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5.8 

26.7 
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8.7 
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36.5 

37.1 

20.8 

5.3 

27.6 

28.0 

27.8 

15.7 

22.  Fraternization 

28.9 

27.1 

31.1 

12.6 

“2473 

23.2 

31.3 

2o.3 

23.  Sinqle  Parent 

19.3 

19.0 

35.1 

26.3 

12.8 

10.8 

28.0 

14778 

24.  Team  work 

44.0 

47.3 

5.7 

2.9 

39.7 

41.4 

12.4 

5.9 

25.  Are  Capable 

32.3 

30.9 

25.0 

11.6 

19.9 

ly.o 

31.7 

3u.5 

26.  Should  Allow 



-21,0- 

25^ . - 

15.-6 

ZEE 

23.0 

45.0 

NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.l.4.12.  Summary  of  Questionnaire' Responses,  Wrap  up  for  All  Officer 
Special  ties. 


A-i-4-lJ 


Number  of  Respondents:  206  0 

Women  can  work  in  this  MOS/ Spec laity  considering  (issue) . 


Percentage  in  Peacetime 


Confidence  Level:  90S 


Percentage  in  Wartime 


is-  Strongly  Strongly 


1.  Strength 


ze 


KTii'iiu  nPai 

LajiEasgMa 


34.0  15.5 


urance 


nses 


8.  Pregnane 


ene 


es 


11.  Emotion 


12.  Stress 


16.  Aggr 


17.  Mech 


a.iumpyir 

HU7W1H 


arc>j*nr»n- 


ort 


21.  Leadersh 


23.  Single  Parent 


Agree 

Dis- 

Agree 

■ 

Strongly] 
Di sagree; 

25.2 

22.8 

14.1 

wmm 

mam 

mam 

5.6  ! 

mmm 

IA 

4.9  f 

twffm  aw 

niv 1 n ■■  i n— 1 

«a 

17.0 

78.6 

8.0 


1.4  I 5.8 


20.9  30.1 


ft)IUIUl>M 

usmioisv'iau 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A.l.4.14.  Summary  of  Questionnaire  Responses,  NOSs  100E.100G,  100Z  (AVN 
Warrant  Officer), 


A-l-4-15 


NUMbER  OF  RESPONDENTS  32 


CONFIDENCE  LEVEL  51 


liiLKiaa'iiF 


YEARS 


lKl^n(44K[iI 


GRADE 


■mmm 

mn 


I ^TTlBliJ  1 1-Lfa-tiB 

IffEMiriHSl— — 

p Kisi  i PfP  i nfi  ir»r*m 
IrciwrEiM — 
! ?FWf!  HUS  BMIf 


iiEnrai 


EDUCATION 


ClFISBgMBi 


GENDER 


FEMALES 


WH 


BLACK 


Iraii 

MIHIH 


RESPONSES 


26  I 8 


TOTAL 


PERIOD  IN 
MONTHS 


Never 


SUPERVISED 


SUBORDINATE 


% 


32  TOO. 


RESPONSES 


ICG! 


30  93.8 


1 


Single 


linii  MI 
luiliGSLBBIWn 


TOTAL 

32] 

1 

1 100.0 

32 

100.0 

TOTAL 


* Incomplete  or  missing  date 

TABLE  A.l.  4.15.  Background  Stannary  on  Questionnaire  Respondents, 

MOS's  201A,  211A,  214E,  214G,  241F  (FA  Warrant  Officer) 

A- 1-4- 16 


NumDer  of  Respondents:  32  Confl 

Women  can  work  In  this  MOS/Speclalty  considering  (Issue) 


Percentage  In  Peacetime 


Confidence  Level:  51% 


Percentage  In  Wartime 


NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 


Table  A.l.4.16.  Summary  of  Questionnaire  Responses.  NDSs  201A.  211A,  214E,  214G," 


>,  Q> 

1 at 


NlftBER  OF  RESPONDENTS  76  CONFIDENCE  LEVEL  72% 


ALE  RESPONSES  I YEARS  RESPONSE 
(YRS)  | NO.  | % SERVICE!  NO.  I % 


17-2U  INone 


QgaiMriilfHH 


1 1.31  I 26+ 


2 


TOTAL 


II  1.3 


2 


GRADE 


rmn 


E3-E4 


E5-E6 


HflOl 


W1-W4 


05-06 


EDUCATION 


■I  ■■■i 


Hi  ah 


Some  Coll 


Coll 


-•f-CTTfli 

■filft/VT 


LENDER 


ALES  76  100.0 


RACE 

1 RESPONSES 

cm 

t 

WHITE 

70 

92.1 

77.6 


14  I 18.4 


TOTAL  76  1100.0 


TOTAL 


TOTAL 


WOMEN 


ever 

44 

57.9 

70 

92.1 

52 

68.2 

IL219liHflLiE9l 


e 


arrie 


:r.T7riiag 


0TAL 

76 

1100.0 

76 

100.0 

76 

100.0 

i;r<iiT-Mi 


76  100.0 


* Incomplete  or  missing  data 

TABLE  A. 1.4.17.  Background  Sumaary  on  Questionnaire  Respondents,  MOS's  221B, 

222B,  223C,  2230,  2248,  251B,  251C,  251D,  36 1A  (AD  Warrant  Officers), 


A-l-4-18 


fcuiuuer  of  Responoents:  76  Conflti 

Women  can  work  in  this  MOS/Specialty  considering  (issue). 


Percentage  in  Peacetime 


Confidence  Level : 72. 


1.  Strength 


ze 


Strongly 

Agree 

Agree 

E 

is- 

gree 

32.9 

48.7 

1 13.2 

\mmam 

52.6 

K EM 

Percentage  in  Wartime 


01s-  Strongly 


Strongly 

Agree 

Agree 

28.9 

46.1 

32.9 

55.3 

NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Taol*  A. 1.4.18.  Summary  of  Questionnaire  Responses,  MOSs  221B,  222B,  223C,  2230  ' 
2248,  251B,  251C,  2510,  361A  (AD  Warrant  Officer). 


A-l-4-19 


Number  of  Respondents:  358  Confidence  Level:  95% 


Women  can  work  in  this  MOS/Specialty  considering  (issue). 


1 : 

Percentage  in  Peacetime 

Percentage  in  Wartime 

i 

Issue 

Strongly 

Agree 

Agree 

Dis- 

Agree 

Strongly 
Di sagree 

Strongly 

Agree 

Agree 

Dis- 

Agree 

Strongly 
Oi sagree 

1.  Strength 

24.6 

16.5 

34.4 

KOI 

11.2 

11.5 

31.3 

45.3 

mazEMmmm 

23.5 

■UU 

H2H 

KU 

15.lt 

HAI 

29.6 

39.7  i 

bsuqIi  ■ 

Z979 

KOI 

mmx 

19.3 

25.7 

■MM 

M£SM 

29.6  | 

JV.  / 

■201 

1371 

34.4 

■£flj 

■U 

ZU77  j 

) 5.  Arm/Leg  Length 

3b.  b 

mt4m i 

Kfl] 

1770 

31.6 

■*■1 

MULE 

2D77 

■MHiEl  1 1 1 1 1 — 

2577 

■mi 

KZU 

■K&UB 

15.1 

mmm 

30 

i /.  Menses 

18.7 

■kftl 

H2J 

mmm ■ 

11.2 

■i aa 

KH1 

HRS 

KSjCSnniSHH 

7.8 

■HU 

23.2 

62.0 

3.6 

HQ 

17.0 

74.3 

■aimm 

22. 6 

■Iffil 

HJBJ 

■K2IJB 

16.8 

■HU 

KJ[1 

36.9 

■iirnnm— 

35.5 

»^:i 

KUU 

1571 

20 

K2U 

HSI 

HHi 

■ ifirmn  — 

■£HiH 

m mi 

■uu 

Mtmm 

1779 

hiu 

28.8 

37.7 

Hft 1 

H2J 

1574 

■t-1U 

mmm 

30.4 

& ii  A [■ 

■mm 

■wi 

6.7 

■i  1 ||  ■ 

■4R1 

■muH 

nnrarr— 

mtmm 

HIM 

20 

13.4 

■Ml 

wnv 

■09m 

■MgnrairiT.mM 

■KISSI 

Ha i 

■BH 

31.3 

29.1 

18«7 

19.8  ! 

■immrrnnTTTTi 

mum 

■mi 

1374 

mtmm 

K3U 

mtmm 

25.4  1 

■UKliaus 

MUU 

mm i 

13.4 

54^74 

KU 

21.2 

19.0 

| 18.  Skills 

31.8 

■SOI 

■22U 

H ||  M 

zon 

H99 

po 

mmm 

■ iriHTinniM 

HOI 

■iaa 

12.3 

29.1 

KU 

mmm 

mimm 

^ 1 1 f • t*  M 

2875 

■HE1 

my 

14.8 

19.0 

■M'l 

29.1  1 

niurrrmar— 

■iififll 

KISJ 

Hfil 

9.8 

*23.5 

22.1 

30.4 

■re mm 

Z377 

■mi 

24.9 

1779  '" 

KM 

■Mil 

mx*:m 

2771 

H2U 

H2U 

21.2 

17.9 

KSJ 

mmm 

37.7 

■ [full  — 

ILli&JHi 

KQ| 

■UU 

8.4 

IKlifliMI 

HM 

mimm 

14.2 

a iTW'iM  T'  in— 

■M-'R'l 

Hfiil 

mti iS9H 

14.5 

■ma 

mtmm 

■EKPEMB 

MWl  rmriPB.it  rrrrnm 

■LLSJB 

■ Ml 

HIM 

■1SB 

17.3 

■MU 

mimm 

WfUHi 

NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 1.4. 22.  Seminary  of~Questionnaire  Response.  NOS  126  ( Cotta t Engineer)-. 


NUMBER  OF  RESPONDENTS  221 


CONFIDENCE  LEVEL  90% 


AGE  RESPONSES  YEARS  RESPONSES  GRADE  RESPON 

(YRS)  NO.  | % SERVICE!  NO. I % NO.  I % 


17-20  | 56  24.71  I U-3  | 119  5 


Eisiavai 


ElSdSI 
I LIEU  I 


TOTAL 


GENDER 


MALES 


E3-E4 


tali 


03-04 


05-06 


TOTAL 


PER  100  IN 
MONTHS 


Never  


TOTAL 


RESPONSES 


223  98. 


2 


227  100. 


EDUCATION 


Less  than  HS 


KHggagE  w 


ege  Grad 


Grad  School 


RESPONSES 


WHITE 


TOTAL  227 


TO  WOMEN 


WOMEN 


170  i 74.9  I 173  I 76.2  I 172  75.8 


RESPONSES 


MARITAL 

STATUS 


Single 


83  36.6 


In  liil  I j—M  ■■  I H 


TOTAL 

227 

1 

Lloo.o 

227 

100.0 

227 

100.0 

227  100.0 


Incomplete  or  missing  data 


TABLE  A. 1.4. 23.  Background  Sunmary  on  Questionnaire  Respondents 
MOS  12C  (Bridge  Specialist). 

A- 1-4-24 


Number  of  Respondents:  227 


Confidence  Level : 5^ 


Women  can  work  In  this  MOS/ Spec laity  considering  (Issue) . 


Percentage  in  Peacetime 


Strongly 

Agree 


1.  Strength 


01 s-  Strongly  St 
Agree  Agree  Disagree  Ag 


26.0  I 26.4  31.3 


Percentage  in  Wartime 


Dis- 

e Agree 


14.  Toughness 

15.4 

15.  Gain  Respect 

26.0 

[■  vm.rTTzm  rrarm 


21.  Leadershi 


l-:  liiiM  HE3 


■ ITT— ■ in  in 

BE* 

mwm 

P l 

24.2 

1 39.2  j 

1 23.8  1 

[ 12,3 

lumznrwMrTm 


12.8  30.4  46, 


18.5  I 30.0  38. 


26.4 


28.6  21.6 


20.3  33.0 


1 21.6  1 

1 32.6 

5 

12.3 

mum 

Kmmm 

8.1 

L 13.2 

22.9 

1 34.4 

30.4  ! 28.6 


26.0  22.0 


22.0  32.2  I 26.9 


28.2  I 29.1 


18.9  I 31.3  I 34.4 


■ W 


NOTE:  Percentages  that  do  not  total  100  percent  are  due  to  a No  Response  from 
selected  Issues  from  some  respondents. 

Table  A. 1.4.24.  Summary  of  Questionnaire  Responses,  NOS  12C  (Bridge  Crewman). 


A-l-4-25 


color  |co 


NUMBER  OF  RESPONDENTS  94 


CONFIDENCE  LEVEL  711 


RESPONSES 

NO. 

1 

15 

15.9 

RESPONSES I I GRADE  I RESPONSES 


44  46.8  E3-E4  39  41.5 


ifcisjm 


|r»n*Ei 

IQBQ4 

ISfflU 

f»yg«!.l 


10U.U 


EDUCATION 

RESPONSES  1 

■Tiyn 

% 

Less  than  HS 

l 

l.i 

uirubazM 

LHUyUHH 

t»FlinT^qgTl 

l!5Ci®3r3!lB 


RESPONSES 


GENOER 


MALES 


RESPONSES 


RESPONSES 


i 

PERIOD  IN 

SUPERVISED 

WOMEN 

MONTHS 

KM 

I 1 

Never  — 

70  i 

1 74.4 

TOTAL 


TO  WOMEN 


TOTAL 


94  1UU.0 


RESPON 


35  37.2 


TOTAL 


94  I10U.0  94  100.0  94  100.0 


94  100.0 


4 Incomplete  or  missing  data 


TABLE  A. 1.4. 25.  Background  Summary  on  Questionnaire  Respondents,  MOS  12E  (AON 
Specialist). 


A-l-4-26 


■> 


Number  of  Respondents:  94 


Confidence  Level:  71% 


Women  can  work  In  this  MOS/ Specialty  considering  (issue). 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A. 1.4.26.  Summary  of  Questionnaire  Responses,  MOS  12E  (ADM  Specalist). 


A-l-4-27 


NUMBER  OF  RESPONDENTS 


17-20 

m 

IHB0I 

26-30 

0 

wmmm 

finnm 


CONFIDENCE  LEVEL  51% 


GRADE 


III  WTniTlIWWl 


41-45 


61  13.6 


rimKH 


E3-E4 


RtSlI 

IDB31I 

EHmi 


ILG2HE 


05-06 


EDUCATION 


Less  than  HS  0 


RESPONSES 


RESPONSES 


GENOER 


MALES 


FEMALES 


TOTAL 


PER 100  IN 
MONTHS 


Never 


WHITE 


BLACK 


TOTAL 


1 SUPERVISED 

SUBORDINATE 

CO-WORKER  WITH 

WOMEN 

TO  WOMEN 

WOMEN 

23  I 52.2 


40  90.8 


27  61.4 


TOTAL 


MARITAL 

STATUS 


Single 


I4IM 


RESPONSES 


44  I 100. 


RESP0N 


TOTAL 

44  j 

100.0 

44 

100. 0 

44 

100.0 

* Incomplete  or  missing  data 


TABLE  A. 1.4.27.  Background  Summary  on  Questionnaire  Respondents,  M0S  12Z 
(Combat  Engineer  Sr  Sgt). 

A- 1-4-28 


Number  of  Respondents:  44  Confidence  Level:  51%  lT00  ^y. 

Women  can  work  In  this  MOS/Speclalty  considering  (Issue). 


Percentage  In  Peacetime 


Percentage  In  Wartin 


Issue 


i.  Strenqth 


2.  Size 


J.  Gri 


oordi nation 


ndurance 


b.  Preon 


0.  Prof 


15.  Gain  Respect 


16.  Aggressiveness 


Mech  Abill 


s 


Strongly  DIs-  Strongly  Strongly 

Agree  Agree  Agree  Disagree  Agree  Agree 


Strongly; 

Disagree; 


27.3  I 27.31  20.51  25.0 


27.3  34.1  22.7  15.9 


18.2  13.61  25.0  i 43.2  I 


29.5  1 29.5 


6.81  34.11  54.5 


27.3  I 68.2 


9.1 


31.8  31.8 


27.3  29.5  18.2 


27.31  22.71  15.9 


13.6  I 18 


15.9 

18.2 

13.6 

2 

mm 

21.  Leadershl 


ratern 


23.  Single  Parent 


KWBM1 
Ml  W IB  I Will 


Hfli 


t&B-IKKIl 


2E 


NOTE:  Percentages  that  do  not  total  loot  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

TABLE  A. 1.4.28.  Summary  of  Questionnaire  Responses.  NOS  12Z  (Combat  Engineer 


summary 
Sr  Sgt). 


A-l-4-29 


NUMBER  OF  RESPONDENTS  559 


CONFIDENCE  LEVEL  95* 


AGE 

(YRS) 


IBSSEEE 


17-20  133 


TOTAL  559 


GENDER 


MALES 


TOTAL  55 


GRADE 

1 RESPONSES 

■row 

—r~ 

E3-E4 

388 

69. 4 

KiBUI 

ESB2JI 


EDUCATION 


niNBa 


v.mmnzximmmmiKi 
■ mi  i iii 

**11 ; rrmre  t-  | 
an2Ut:lIZil) 


RESPONSES 


RESPONSES 


RESPONSES 


WHITE  I 29b 


TOTAL  559  100. 


TOTAL  559  I 100 


MilimimiM  m|J 


PERIOD  IN  | WOMEN  | TO  WOMEN 
MONTHS 


■ 


MARITAL 

STATUS 


Never 


WOMEN 


453  j 81.1  460  82.3  487  87.2  Single  209  3 


TOTAL 

i 

1 100.0 

559 

100.0 

559 

100.0 

* Incomplete  or  missing  data 


TABLE  A.l.4.29.  Background  Summary  on  Questionnaire  Respondents  MOS  13B  (Cannon 
Crewman) 

A-1-4-3U 


Number  of  Respondents:  559  Confidence  Level 

Women  can  work  In  this  MOS/ Spec laity  considering  (Issue). 


Issue 


Percentage  In  Peacetime 


Strongly 


Percentage  In  Wartime 


Strength 


ze 


rm/Leg  teng 


naurance 


nses 


ene 


es 


otion 


tress 


ence 


Lid 


5.2  I 22.2  66.2 


6 


1 1 

5 

! 23.6  1 

rzsmi 

34. 

5 

1 14.3  1 

9 

ressivenes 


s 


IKKIHEll 


Leadershl 


ngie  Parent 


rfflBfflHjnfrann 


12.0 


18.1  1 8.9 


m 


30.1  25.8 


32.6 


EMLHEai 


30.4  I 26.5 


i liiu  mutm  mmm 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.l.4.30.  Summary  of  questionnaire  Responses,  MOS  138  (Cannon  Crewman), 


A-l-4-31 


NUMBER  UF  RESPONDENTS  250 


AbE  I RESPONSE 
(YRS) 


17-20  42  lb.b 


IE1K71! 


TOTAL  r 25 


oENUER 


MALES 


U22afl 


YEARS 

SERVICE 


confidence  level  90% 


(aRADE 


Bi.lS.ILJ  HHI  HUgf 


OS -06 


\A$mm 

vhwh 


EDUCATION 


Less  than  H 


lornKsnuuiKUKiiK: 

j.t^«Hirrr»w^K»Ri 

imilJ.IJHJMMtWHIl 


RESPONSES 


RESPONSES 


TOTAL 


PERIOD  IN 
MONTHS 


Never 


2 So  llou. 


kWaiiHUl'l 


WOMEN 


169  67.6 


WHITE 

2ub 

BLACK 

K9 

miM 

mi:r 

TOTAL 

2 So 

TYPE 

RESPONSES  1 

UNIT 

Em 

% 

TOE 

22S 

9u.O 

tDA 

mvm 

6.0 

* 

TOTAL 

250 

loo.o 

UBORDINATE 
TO  WOMEN 


197  78.8 


CO-WORKER  WITH 
WOMEN 


% 


MARITAL 


S 


m 


e 


RESPONSES 


Id'lEI 


77  30.8 


i:mraiTMH-vr-w>]| 

tiiliiliil  WUM 


2 So 

loo.o 

2 So 

loo.o 

TOTAL 


Incomplete  or  missing  oata 


Table  A. 1.4. 31.  Background  Sumnary  on  Questionnaire  Respondents  MOS  13E 
• (Cannon  Fire  Direction  Specialists 

A-l-4-32 


25u  llou.u 


Number  of  Respondents:  250  Confidence  Level:  9ot 

Women  can  work  in  this  MOS/Specialty  considering  (issue). 


Percentage  in  Wartime 


Percentage  in  Peacetime 

Strongly 

Agree 

Agree 

Dis- 

Agree 

Strongly 
Di sagree 

NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  fro*  some  respondents. 


Table  A.l.4.32.  Suwnary  of  Questionnaire  Responses,  rtOS  13E  (Cannon  Fire 
Dfrectfoh  Specialist). 


A- 1-4-33 


Number  of  Respondents:  2b  Confidence  Level: 

Women  can  work  in  this  MOS/Specialty  considering  (issue). 


(TOO  LOW) 


NOTE:  Percentages  that  do  not  total  10U1  art 
issues  from  some  respondents. 


Table  A.  1. 4.34.  Summit  of  Questionnaire 
Acquisition  Sr  Sgt). 


to  a no  response  from  selected 
».  NOS  13V  (HI  Target 


A- 1-4-35 


I I 


Number  of  Respondents:  140  Confidence  Level: 

Women  can  work  in  this  MOS/Specialty  considering  (issue). 


Percentage  in  Peacetime 


Issue 


1.  Strength 

2.  Size 

3.  Grip 

4.  Coordination 


Strongly 

Agree 


DIs- 

Strongly 

Agree 

Agree 

Di sagree 

37.1 

22.9 

16.4 

43.6 

17.1 

12.1 

45.7 

"ToTF 

11.4 

Percentage  In  Wartime 

igly  Di s-  Strongly 

3 Agree  Agree  Disagree 

.6  21.4  25.7  39." 

.7  28.6 25.4  24, 

.1  40.0  13.6  18.6 


irhukrii 

IHSmHfll 


KtlKtlH 


NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 1.4.36.  Summary  of  Questionnaire  Responses.  NOS  13Y  (Cannon/Missile  Sr  Sgt). 


A- 1-4-37 


Number  of  Respondents:  57  Confidence  Level : 65* 

Women  can  work  In  this  MOS/ Spec laity  considering  (issue). 


Percentage  In  Peacetime 


Percentage  In  Wartime 


Strongly  Strongly 


Agree 

! 

1 s- 
gree 

Strongly 
)1  sagree 

i 

28.1 

17.5 

\mrnm 

31.6 

22.8 

IK! 

6 i 

43.9 

15.8 

IK! 

3 1 

NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.l.4.38.  Summary  of  Questionnaire  Responses,  MOS  13Z  (FA  Cannon  Sr  Sgt). 


A-l-4-39 


r 

NUMBER  OF  RESPONDENTS  2U4 

CONFIDENCE  LEVEL  Bb% 

1 

17-20 


26-30 


lllll  !■■■■■  [II 

sescjii 


TOTAL  204  lOU.U 


YEARS 

SERVICE 


GRADE 


ftffllKIBBI 


W1-W4 


05-06 


TOTAL  2u4  lluu.ul  ITOTAL  I 2u4  llUU.U 


EDUCATION 


dCT*Hm«  uiseju 

moiBgaamH 


TOTAL 


RESPONSES 


GENDER 


MALES 


RACE 

RESPONSES  I 

■ 1 111  Ml 

WHITE 

127 

62.3 

m¥9L  1 

■.TO 

TOTAL 

204 

luu.u 

RESPONSES 


TOTAL 


PERIOD  IN 
MONTHS 


SUPERVISED 

WOMEN 


SUBORDINATE 
TO  WOMEN 


% 


CO-WORKER  WITH 
WOMEN 

ik n 

% 

165 

B2.7 

204  llUU.U 


RESPON 


Ingle 


51  25.0 


ISBilliMLflaillHl 

1*1 


2u4 

luu.u 

2u4 

luu.u 

total 


* Incomplete  or  missing  data 


TABLE  A.l.4.41.  Background  Summary  on  Questionnaire  Respondents.  MOS  150 
(Lance  Missile  Crewman). 


2u4  llou.u 


A- 1-4-42 


Number  of  Respondents:  204  Confidence  Level:  88% 

Women  can  work  In  this  MOS/Speclalty  considering  (Issue). 


Percentage  In  Peacetime 


Percentage  In  Wartime 


Issue 


1.  Strength 


Strongly 


Di s-  Strongly  Strongly 


utiTiWiiiiMi 


15.7  53.9  21.6  8.8 


15.7  I 55.4  I 20.1  8.3 


Agree 

01s- 

Agree 

■nnvnQi 

46.6 

24.0 

53.9 

20.1 

' ■'rrrf*|i 

uudLuL^&J^I 

*TTTTT7!T] 


11.  Emotion 


12.  Stress 


dence 


nmtnt 


16.  Aggressiveness 


17.  Mech  Ablll 


BB3D1 


21.  Leadershl 


imnxiiH 

tiMJinE  rr-  i 


16.2  12.7 


riwi 


29.4 


11.3  27.0 


6.9  14.7  31.4  I 46.1 


12.7  49.0  24.5 


11.8 


RlflBWl 


DflljwiWM 

EfiiCTia™ 

■*ira  w*  wm  ■ lut 


■tJTOvm 


■uriarsi 


PTTfiTTTTTT 


NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 1.4.42.  Summary  of  Questionnaire  Responses,  MOS  ISO  (Lance  Missile  Crewman). 


A- 1-4-43 


NUMBER  OF  RESPONDENTS  121 


IKH3!!iWT3 


In  B |II1  m i w i 


YEARS 


i.-Ta:VlfN4aTTi1 


CONFIDENCE  LEVEL  75% 


GRADE 


EDUCATION 


I I 


iBirnsrossl 


mu 


OTHER 


SUPERVISED  SUBORDINATE  CO-WORKER  WITH  I I RESPONSES 

PERIOD  IN  WOMEN TO  WOMEN WOMEN  MARITAL  I 

MONTHS 


Never 


1U2 

84.3 

96 

79.4 

Married 


e Derate 


vorced 


dowea  i u 


TOTAL 

121  i 

[luu.u 

121 

1UU.U 

lJO.u  I ITOTA 


Incomplete  or  missing  data 


TABLE  A. 1.4. 43.  Background  Summary  on  Questionnaire  Respondents,  MOS  15E 
(Pershing  Missile  Cretaaan). 

A- 1-4-44 


Number  of  Respondents:  121  Confidence  Level:  75% 

Women  can  work  in  this  MOS/Special ty  considering  (issue). 


Percentage  in  Wartime 


Issue 


Percentage  in  Peacetime 

Strongly 

Agree 

Agree 

Dis- 

Agree 

Strongly 
Di sagree 

29.8 

19.8 

34.4 

19.0 

Strongly 

Disagree 


2b. 1 I 23.1 


lene 


roti les 


otion 


ress 


ItgxmvauiEnd 

9 1 rr*~i  TiTM 

H m 1 \iw  i M I 
■ iib  i hi  nn  m 


25.6 

38.0 

12.4 

40.5 

14.9 

5.8 

ua 


W1 


Leaders 


MMiMl 


ould  Allow 


29.8 

19.0 

28.9 

20.7 

■ Iff  1TW 

man 

■m 

■ms 

23.1 

12.4 

24.0 

9.1 

28.9 

SrSS 

IK9I 

IKH 

19.8 

IHSI 

28.1 

28.9 

NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A. 1.4.44.  Summary  of  Questionnaire  Responses,  MOS  15E  (Pershing  Missile 
Crewman). 


A- 1-4-45 


NUMBER  OF  RESPONDENTS  68 


CONFIDENCE  LEVEL  65% 


AbE 
( YR  S) 


17-20 


RESPONSE 


18  26. 


IKOiQSnHi] 


Ikebm 


39i  5 


0 


■’te’E'i 

■OP»Kil 


05-06 


TOTAL  6b  lOO.ii  I TOTAL 


TOTAL!  68 


EDUCATION 


IBTn^TiWJ] 


Less  than  H 


39 


18 


ol lege  Grad  3 


TOTAL 


RESPONSE 


GENDER 


MALES 


RACE 

responses! 

■:nw 

% 

WHITE 

44 

64. 

44  64 


TOTAL 


PERIOD  IN 
MONTHS 


Never 


TOTAL 


Miiy  * :vi  M ■Kill  :i»!H  r LI I a 


68  100. 


TOTAL 


WOMEN 


TO  WOMEN 


WOMEN 


MARITAL 

STATUS 

noTI 

Single 

27 

HTrrled  ! 

KJ 

Kami; 


4JI 


68 

loo.u 

68 

100.0 

TOTAL 


* Incomplete  or  missing  data 


TABLE  A. 1.4. 45.  Background  Summary  on  Questionnaire  Respondents,  MOS  15F 
(HJ  Rocket  Crewman), 

A- 1-4-46 


68  100. 


I 


Number  of  Respondents:  6b 


Confidence  Level:  65% 


V,-y 


Women  can  work  in  this  MOS/Specialty  considering  (issue). 


I 

Percentage  In  Peacetime 

Percentage  in  Wartime  ; 

I Issue 

i 

Strongly 

Agree 

Agree 

Dis- 

Agree 

Strongly 

Disagree 

Strongly 

Agree 

Agree 

Di  s- 
Agree 

Strongly 
Di sagree 

1.  Strenqth 

16.2 

42.6 

29.4 

10.3 

11.8 

32.4 

22.1 

29.4 

2.  Size 

14.7 

47.1 

19.1 

14.7 

10.3 

30.9 

30.9 

22.1 

3.  brip 

14.7 

47, 1 

25.0 

13.2 

39.7 

27.? 

14.7 

4.  Coordination 

20.6 

51. S 

16.2 

10.3 

17.6 

4T.2 

22.1 

13.2 

5.  Arm/leq  Lenqth 

TO — 

52.9 

22.1 

7.4 

13.2 

44.1 

22.1 

16.2 

6.  Endurance 

16.2 

36.8 

32.4 

11.8 

10.3 

26.5 

33.8 

23.5 

7.  Menses 

b.b 

29.4 

32.4 

25.0 

5.9 

20.6 

3o!9 

33.8 

b.  Preqnancy 

5.9 

10.3 

33.6 

48.5 

5.9 

2.9 

30.9 

55.9 

9.  Hvoiene 

11. b 

32.4 

26.5 

27.9 

7,4  _ 

35,3 

19.1 

32.4 

lu.  Profiles 

17.6 

36.8 

23.5 

20.6 

14.7 

36.8 

22.1 

20.6 

11.  Emotion 

11.8 

45.6 

25.0 

14.7 

5.9 

38.2 

25.0 

26.5 

[12.  Stress 

8.8 

42.6 

29.4 

17,6 

4.4 

36.8 

30.9 

23.5 

13.  Confidence 

14.7 

63.2 

11.8 

7.4 

13.2 

50.0 

19.1 

11.8 

14.  Toughness 

13.2 

41.2 

29.4 

14.7 

10.3 

29.4 

33.8 

22.1 

lb.  bain  Resoect 

25.0 

47.1 

14.7 

11.8 

17.6 

45.6 

17.6 

14.7 

16.  Aqqressiveness 

13.2 

52.9 

22.1 

10.3 

13.2 

36.8 

30.9 

14.7 

17.  Mech  Ability 

13.2 

55.9 

23.5 

4.4 

10.3  _ 

55.9 

20.6 

7.4 

lb.  Skills 

13.2 

48,5 

23.5 

10.3 

11.8 

41.2 

23.5 

16.2 

19.  Make  Effort 

17.6 

47.1 

19.1 

13.2 

13.2 

48.5 

11.8 

19.1 

2U.  Self  Image 

14.7 

36.8 

29.4 

16.2 

8.8 

32.4 

32.4 

2U.6 

21.  Leadershio 

13.2 

52.9 

17.6 

11.8 

10.3 

42.6 

19.1 

22.  Fraternization 

8.8 

32.4 

32.4 

25.0 

7.4 

32.4 

25.0 

27.9 

23.  Single  Parent 

14.7 

41.2 

25.0 

16.2 

10.3 

29.4 

29.4 

25.0 

24.  Team  Work 

i?.l 

51.5 

19. 1 _ 

7.4 

17.6 

42.6 

23.5 

10.3 

25.  Are  Capable 

14.7 

41.2 

29.4 

13.2 

10.3 

33.8 

27.9 

23.5 

2b.  Should  Allow 

19.1 

29.4 

27.9 

22.1 

14.7 

-,.SM 

27.9 

NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A. 1.4. 46.  Summary  of  Questionnaire  Responses.  MOS  15F  (HJ  Rocket  Crewman).' 


A-l-4-47 


NUMBER  OF  RESPONDENTS  33 


CONFIDENCE  LEVEL  46%  rtOO  LOW) 


26-30 


31-3 


| Fill'll  I 
Kll 


YEARS 

SERVICE 


[ESM 

1m  r i ■■  mm 


bRADE  RESPONSES 

"noT  I % 


17-20  7 121.21  I U-3  I 17  I 51.41  IE3-E4  I 14  I 42.4 


21-25  15 


itau] 

mm 

iranl 


11-15  I 21  6.11  IU1-W 


6.1 


u«  ■ »u  ttm 

l^^ivNini 

lEEPIIiMM  1 


1 3.0 


2 


EDUCATION  RESPONSES 
NO.  I % 


2 6.0 


cffiaamMWMiaa 

ifurrn^iH|H| 

H2'5'  lW*ir!*!3  M S 


0 


LENDER 


MALES 


FEMALES 


RESPONSES 


NO.  % 


32  I 9 


0 


WHITE 


BLACK 


TOTAL 


! RESPONSES 

NO. 

% 

26 

78.7 

5 

15.2 

mm 

U 

.u 

33 

100. 0 

28  84.9 


TOTAL 


33  lOO.U 


Never 


31  94.0 


.0 


CO-WORKER  WITH 
WOMEN 


% 


RESPONSES 


% 


I cm 


e 


arrie 


eparate 


vorce 


I 

IrtEPm?: 


33 

jloo.o 

33 

100.0 

33 

100.0 

* Incomplete  or  missing  data 


TABLE  A.l. 4.4?.  Background  Summary  on  Questionnaire  Respondents, 
M0S  15J  (Lance/HJ  Opns/FIre  Direction  Specialist). 


A- 1-4-48 


I 


Number  of  Respondents:  33 


Confidence  Level:  46% 


Nomen  can  work  in  this  MOS/Special ty  considering  (issue). 


Issue 


Percentage  in  Peacetime 


Percentage  in  Wartime 


Agree 


oughness 


n Kespec 


NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A.1.4.4tt.  Summary  of  Questionnaire  Responses,  MOS  15J  (Lance/HJ 
Opns/Fire  Direction  Specialist). 


A- 1-4-49 


Issue 

1.  Strength 

2.  _Size 

~3.br  ip 

<t.  Coordination 
b.  Arm/Leg  Lenqt) 
6.  Endurance 
1.  Menses 
8.  Pregnancy 


Number  of  Respondents:  142  Confidence  Level: 

Women  can  work  in  this  MOS/Specialty  considering  (issue). 

Percentage  in  Peacetime 


■3SH 


Strongly 

Agree 


Agree 


01  s- 
Agree 


Strongly 
D1 sagree 


Strongly 

Agree 


Agree 


in  Wartime 


Dis- 

Agree 


te 

34. 

5 

118.3  s 

30.3 

16.9 

26.8 

es 

ESI 

3 

RIM 

20.4 

10.6 

33.8 

NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A. 1.4.5o.  Summary  of  Questionnaire  Responses,  MOS  168  (Hercules  Missile 
Crewmen). 


A-l-4-51 


HUMBER  OF  RESPONDENTS  b4  CONFIDENCE  LEVEL  67% 


AGE  RESPONSE 
( YRS)  NO. I % 


17-20  17  20.3  0-3 


21-2 


RESPONSES  I GRADE 


E3-E4I  40 


41-45 

1 

46+ 

U 

★ 

— r 

TOTAL 

84 

EKEGriKfflBai 


RESPONSES 


GENDER 


MALES 


RESPONSES 


% 


TOTAL 


PERIOD  IN 
MOUTHS 


TOTAL 


CO-WORKER  WITH 
WOMEN 


NO. 


EDUCATION  | RESPONSE 


6 


wmmamamKMWitw 

t siiinaazii 


RESPONSES 


% 


TOTAL 


MARITAL 

STATUS 


Single 


arne 


rtr"-: 


RESPONSES 


22  26. 


&4|  100.0  I 84  | lUU.O  | 84  100.0  TOTAL 


* Incomplete  or  missing  data 


TABLE  A. 1.4.61.  Background  Summary  on  Questionnaire  Respondents,  M03/Spec1a1ty 
16C  (Hawk  Missile  Crewman), 

A-l-4-52 


Number  of  Respondents:  84  Confidence  Level 

Women  can  work  in  this  MOS/Specialty  considering  (issue). 


Percentage  in  Peacetime  | Percentage  in  Wartime 


1.  Strength 


2.  Size 


coordination 


ndura 


o.Preganc 


lu.  Profil 


11.  Em 


Strongly 

Agree 

Agree 

51.2 

35.7 

51.2 

36.9 

mmm 

\m 

11.9 

2. 

iy  Strongly  D1  s- 

Disagree  Agree  Agree  Agree 


35.7 


38.1  129.8  115.5 


ICS 


lu.7 


19. U 116.7  1 25.0  (39.3 


IFCTnBHWW 


lb.  A 


19.  Hake 


22.  Fr 


25.  Ar 


OTTTrmrmii 


iFiiiunssij 


IRiaiWf 

immniui 

inwimrci 

niM'iiFiy ' 


RIWIFWIR 


iFTfanmi 


NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A. 1.4.52.  Summary  of  Questionnaire  Responses,  HOS  16C  (HAWK  Missile  Crewman) 


A- 1-4-53 


AGE 
( YRS) 


GRADE 


Ensn 


17-20  1 64 


2b- JO 


E5-E6 


E7-E9I  12 


||  I i 'IH  II 


■rural 
■■rcsiii 


05-06 


TOTAL  I 308 


TOTAL  3 


GENDER 

RESPONSESl 

■Clfl 

1 — 

MALES 

3ul 

97. 

TOTAL!  308 


RESPONSES 


EDUCATION 


HnS 


IWMfliWIll 


RESPONSES 


% 


TOTAL  I 308 


TOTAL  3U8 


PERIOD  IN 
MONTHS 


KoHBnfll 


CO-WORKER  WITH 
WOMEN 


NO 


RESPONSES 


MARITAL 


II \f\j\  ■!  M\ 


e 115  - 3 


arned 


\im 

||-M'?W1'M 

lUiL^TTM 


TOTAL 

308 

i 100.0 

308 

100.0 

308 

100.0 

* Incomplete  or  missing  data 

TA8LE  A. 1.4. 53.  Background  Summary  on  Questionnaire  Respondents,  MOS  160  (HAWK 
Missile  Crewman). 


A-l-4-54 


Numoer  of  Respondents:  308  Confidence  Level:  943, 

Women  can  work  In  this  MOS/ Specialty  considering  (issue). 


Issue 


1.  Strength 


Percentage  in  Peacetime 


Strongly 


Percentage  in  Wartime 


Agree 

Dis- 

Agree 

Strongly 
Oi sagree 

Strongly 

Agree 

Agree 

a 

26.9 

15.6 

10.1 

33.1 

21.4 

20.5 

26.9 

13.0 

10.4 

37.0 

22.7 

20.1 

22.  Fraternization 


23.  Single  Parent  I 38.6  1 23.4  I 22.7  I 12.7  I 24.4  I 20.5  I 24.0 

24.  Team  Work 


e 


9.1 


WHKXm 
Seem 


NOTE:  Percentages  that  do  not  total  loot  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Taole  A. 1.4. 54.  Summary  of  Questionnaire  Responses.  MOS  160  (HAWK  Missile  Crewman). 


A-l-4-55 


NUMBER  OF  RESPONDENTS  211  CONFIDENCE  LEVEL  89% 


I 


Number  of  Respondents: 


Women  can  work  in  this  MOS/Specialty  considering  (issue). 


Percentage  in  Wartime 


Percentage  in  Peacetime 


r 

Issue 


Agree 


Strongly 
Di sagree 


Strongly 

Agree 


Strongly 

Agree 


Agree 


1.  Strength 


18.  U 


31.8 


23.2 


2U.9 


15.2 


32.2 


15.6 


4U.8 


nourance 


nses 


lu.u 


28.4 


54.0 


27.0 


17.5 


14.2 


ene 


22.3 


40.8 


lotion 


19.4 


34.6 


>tress 


41.2 


14.  Toughness 


20.4 


56.9 


27.5 


14.7 


16.6 


22.3 


U.9 


15.2 


42.7 


53.1 


19.4 


21.  Leadershi 


20.9 


21.8 


27.5 


33.6 


Hs- 

igree 


li  s- 
igree 


NOTE:  Percentages  that  do  not  total  lout  art  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A. 1.4. 56.  Summary  of  Questionnaire  Responses.  NOS  16E  (HAWK  Fire  Control  Crewman), 


A-l-4-57 


NUMBER  OF  RESPONDENTS  288  CONFIDENCE  LEVEL  92% 


Number  of  Respondents:  288  Confidence  Level : 921 

Women  can  work  in  this  MOS/ Specialty  considering  (Issue). 


Issue 


1.  Strength 


Percentage  In  Peacetime 


Agree 


32.6  I 33.0 


3.0 


Percentage  In  Wartime 


■.imfrlTi'lIiTUrTiM 

mm.-rrr 


UQKUUfl 

InminTMiinz 


21.  Leadershl 


23.  Single  Parent 


HamTi 

b 


NOTE:  Percentages  that  do  not  total  loot  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.l.4.58.  Summary  of  Questionnaire  Responses,  MOS  16P  (AD  Short  Range 
Missile  Crewman). 


A- 1-4-59 


I 


NUMBER  OF  RESPONDENTS  230 


CONFIDENCE  LEVEL  861 


1 Htm  i Fnre 
InjgflfcTlTW^ 
lnpuwnBiwn 

NHWT1—  IMW1 


YEARS 


Hit*  . <M 

Mlmnn 


IKTHKniFI 


GRADE 


liami 
ijgni 
mm  i 

mini 

lifflrcii 


EDUCATION 


ivnc\ 


|B!T3?TTO3S1 


l»T! 


OTHER 


PERI00  IN 


li.'Tliii-l 


1 SUPERVISED 

SUBORDINATE 

li^HniTTaTB 

Mill  II  11 

MARITAL 


RESPONSES 


rated 


NfSHCimTTTBI 

iwaHnrcmi 


* Incomplete  or  missing  data 


TABLE  A.l.4.59.  Background  Summary  on  Questionnaire  Respondents,  MOS  16R  (AD 
Short  Range  Gunnery  Crewman). 

A- 1-4 -60 


Number  of  Respondents:  230  Confidence  Level : 88‘« 

Women  can  work  In  this  MOS/Speclalty  considering  (Issue). 


Percentage  In  Wartime 


Percentage  in  Peacetime 

Strongly 

Agree 

Agree 

01  s- 
Agree 

Strongly 
01  sagree 

26.1 

38.7 

20.9 

13.5 

01s-  Strongly; 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Taole  A. 1.4.60.  Summary  of  Questionnaire  Responses,  MOS  16R  (AO  Short  Range  Gunman 
Crewman). 


A-l-4-61 


NUMBER  OF  RESPONDENTS  216 


CONFIDENCE  LEVEL  86% 


[ >/:L1  ■ ■:  [«M  y B M 3 XI  M m ■:  f 


GRADE 


mn 


EDUCATION 


51.8  E3-E4  125  57.9  Less  than  HS  10  4.6 


l3nw«TiiacnMBB  a —i  m wilaaaMiatMi  n i ■ i i— ■ 

KPina«Fl»rrriM»l«W:iM| 

|£Tg  !■  ibw  i B rrgRii  Mil  ■Em  B ro  P'?-i — — i iw  in  ■—'bit  rn  n 

| gjggjrrn* 

(■SIIBHBBjBSTIiHBSiEKi 


RESPONSES 


RESPONSES 


PERI00  IN 


■math1 im  «»:  !>':;■)  h.i  ^■w^.rt  iriM— 
BrracMB  mi'VKTMBI  BBBexBBBI  m Z3SSM 


Never 

156 

72.1 

167 

77.3 

179 

82.9 

RESPONSE 


83  38.4 


OU.O  216  100.0  216  100.0  TOTAL  216 


* Incomplete  or  missing  data 

TABLE  A. 1.4.61.  Background  Summary  on  Questionnaire  Respondents,  MOS  17K 
(Ground  Surveillance  Radar  Crewman^. 

A-l-4-62 

*■  > * % > •*  • j ■ '% 

='  * •••  ' ./  - ... 


NUMBER  OF  RESPONDENTS  258 


CONFIDENCE  LEVEL  901 


R Rl  SP  R 

iXRTIi 


GRADE 


nmmr 

rrijvn 


Il'tBVl— — 
IioWiVj— — 
| I*Tcg*tl  — — 
KiVE«n  HB  Hi 


EDUCATION 


■TXJjlTRjC 


R-l:itl?'UE!B  M B3U  | 

w i >iHn  hph 

rmf»^rrrfB  m±t  mm 


B1IV 


lIUTFtl 


IIJaTTTWaH 


PERIOD  IN 


■•in  ■limummAWMWxm 


RESPONSES 


MARITAL 


iMMIlfl 


Never 


6 


117  I 45.3  147  57.0  45  I 17.4 


SI nqle 

105 

Married 

133 

E32Z12II 

VAl 


vorce 


dowed 


TOTAL 

258 

1 100.0 

258 

100.0 

258 

100.0 

* Incomplete  or  missing  data 


TABLE  A.l.4.63.  Background  Summary  on  Questionnaire  Respondents,  NOS  31M 
(Multichannel  Communication  Equipment  Operator). 

A-l-4-64 


NunDer  of  Respondents:  258  Confidence  Level:  90% 

Women  can  wort  in  this  MOS/Specialty  considering  (issue). 


Percentage  in  Peacetime 


Percentage  in  Wartime 


Issue 


1.  Strength 


Strongly  Dis-  Strongly  Strongly 

Agree  Agree  Agree  Disagree  Agree  Agree 


16.7  I 28.3 


26.0  I 24. u 


19.0 


IMTililKTEHMl 


1.8  I 10.1  ( 3.9 


12.4 


43.4  I 23.3 


maumiuim 

|»Kra.n/rnim 


ressiveness 


s 


32.6 

33.7 

24.0 

63.2 

mwai 

34.5 

Baca 

20.2 

29.1  1 

28.3 

nsi 

28.7 

26.0  1 

■KJHH 

Kiraaram 

29.8  1 

20.5 

Bui 

20.5 

22.5  I 

14.7 

K®il 

auni 

24.0 

27.9 

ei m 

wwam  j 

29.1 

tim 

Mff  ff'l 

ITIBTTI  ■ 
EBMBBBJH 

NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A. 1.4.64.  Summary  of  Questionnaire  Responses,  NOS  31M  (Multichannel 
Communication  Equip  Opr). 


A- 1-4-65 


I 


Number  of  Respondents:  338  Confidence  Level 

Nomen  can  work  in  this  MOS/Special ty  considering  (issue). 


Percentage  in  Peacetime 


Issue 


1.  Strength 


2.  Size 


j.  urip 


oorai nation 


Strongly 

Agree 


DIs-  Strongly  Strongly 
Agree  Agree  Disagree  Agree 


25.4  34.3  1 2U.7 


31.1  29.6  18.6 


U.b 


I I 

I BIWBCT1 
IIWHM 


25.  Are  Capable 

22. 

5 

26.  Shoul d A1 low 

Rl 

9 

lira 


25.1 

32.8 

26.3 

15.4 

16.3 

22.8 

36.7 

23.1 

21.3 

28.4 

31.7 

17.8 

13. U 126.6 


21.9  26. U 37.6 


25.7 


IKRUhlJIMB 


IRWklW 


I1M 


IB1 


NOTE:  Percentages  that  do  not  total  loot  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 


Number  ot  Respondents:  lt>4  Confidence  Level:  63t 

Women  can  wortc  in  this  MOS/Specialty  considering  (issue). 


Table  A. 1.4.68.  Summary  of  Questionnaire  Responses,  HOS  45K  (Tank  Turret  Repairaan). 


— 

NUMBER 

CONFIDENCE  LEVEL  911 


JCJII 


|l  I B.iiflUMi'! 
Irm  \ imifi 
■TTTHHTIHPrn 

kjm  mm  a m « i 


\Mmmm 


IliWiMJM* 


acai 
r»nk£>i 
ngfpii 
gm  i 
LMM-ll 


RESPONSES 


EDUCATION 


mm  wim 


irernraiTMiMMB 
In  i ii  ■n»il 


E I RESPONSES 
T 


LULU 


iiB:rrr 


TOTAL  I 2*9 


PERIOD  IN 


IIL'DIM 


1 SUPERVISED 

SUBORDINATE  1 

Never 


1-6 


176 

70.7 

63 

25.3 

87  I 35. 


hiiM.wiMi 

iLiLLZLU 


TOTAL 

249 

1UU.U 

249 

100.0 

249 

TOTAL  I 2*9  1 100. 


* Incomplete  or  missing  dot* 


TABLE  A.  1.4.69.  Background  S usury  on  Questionnaire  Respondents,  NOS  55B 
(Ammunition  Specie! 1st)* 

A-l-4-70 


I ' j 

I I 

1 -•  " . v '•  .?v  • •»/  7 • j?  I 

A x 

■ I I 

^ y Number  of  Respondents:  249  Confidence  Level:  91i 


Women  can  work  In  this  MOS/Speclalty  considering  (Issue). 


! 

Percentage  In  Peacetime 

Percentage  In  Wartime 

! 

Issue 

Strongly 

Agree 

Agree 

01  s- 
Agree 

Strongly 
Di sagree 

Strongly 

Agree 

Agree 

01s- 

Agree 

Strongly  | 
Disagree  j 

i 

1.  Strength 

24.1 

22.5 

34.1 

18.5 

15.3 

11.6 

34.5 

36.9  i 

2.  Size 

24.9 

21.7 

33. 1 

18.9 

17.3 

14.1 

33.7 

32.5  t 

3.  Grip 

26.1 

20.5 

33.7 

17.7 

21.3 

13.3 

36.5 

26.1  S 

4.  coordination 

ii.i 

29./ 

2b./ 

' IU.U 

20 — 

22.1 

“20 

21.3  1 

5.  Arm/Leg  Length 

3H72 — 

29.7 

20.1 

11.2 

32H 

24.1 

24.5 

17.3  1 

6.  Endurance 

25.7 

22.1 

■“3575“ 

15.9 

19.7 

9.6 

40.6 

2777 

7.  Menses 

19.3 

20.9 

35.7 

21.7 

14.5 

12.0 

39.0 

31.3 

8.  Pregnancy 

9.6 

10.4 

28.9 

50.2 

5.2 

5.6 

23.3 

64.3 

9.  hygiene 

*7.3 

22.1 

29.3 

18.1 

21.7 

14.1 

32.5 

27.7 

lu.  Profiles 

39.8 

22.5 

22.5 

14.1 

34.1 

21.3 

21.7 

20.9 

11.  Emotion 

33.3 

27.7 

24.9 

11.2 

21.7 

15.7 

33.3 

25.7 

12.  Stress 

30.1 

23.3 

33.3 

11.2 

18.9 

13.7 

36.1 

28.5 

13.  Confidence 

45,4 

32,9 

13.7 

6.4 

34.1 

22.5 

25.3 

16.1 

14.  Toughness 

26.5 

18.5 

34.5 

18.9 

15.3 

13.3 

32.9 

36.1 

15.  Gain  Respect 

41.8 

35.3 

14.5 

6.4 

34.1 

28.5 

21.3 

12.9 

16.  Aggressiveness 

36.5 

26.1 

26.5 

9.2 

24.5 

21.3 

30.5 

20.9 

17.  Mech  Ability 

39.0 

24,5 

23.3 

11.6 

32.5 

21.3 

24.1 

20.1 

18.  Skills 

43.0 

29.7 

18.5 

6.8 

30.1 

-20.9 

28.1 

18.1 

19.  Make  Effort 

3o.9 

27.7 

■2777“ 

12.4 

23.7 

21.7 

30.5 

22.1 

20.  Self  Image 

34.1 

“2577 

30.5 

8.4 

26.1 

18.1 

34.9 

18.5 

21.  Leadership 

38.6 

31.7 

19.7 

8.4 

28.5 

16.5 

22.9 

22.  PraternmtJon 

~'2s:7 — 

20.9 

35.7 

16.9 

«:i 

14.9 

34.1 

26.9 

23.  Single  Parent 

30.1 

25.7 

2>.7 

14.9 

18.5 

16.9 

32.1 

30.1 

24.  Team  Work 

45.4 

36.9 

11.6 

4.9 

96.1 

1ST 

17.3 

13.7  T 

25.  Are  Capable 

— 

24.5 

30.1 

U.5 

20.1 

17.7 

30.5 

29.7 

26.  Should  Allow 

25.3 

26.9 

25,7 

20.9 

15.7 

16.9 

24.5 

41.0 

NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 


Table  A.l.4.70.  Summary  of  Questionnaire  Responses,  MOS  556  (Ammunition  Specialist). 

' "V  : 

‘ - ■ -r-  — - -V  - - - — 


A-l-4-71 


Mumber  of  Respondents:  3S2  Confidence  Level: 

Women  can  work  in  this  MOS/Speclalty  considering  (Issue). 


Percentage  In  Peacetime 


Strongly 
Agree  Agree 


Percentage  In  Wartime 


1.  Strength 


19.  Make  t 


Ingle  Parent 


wvmnimm 

EHLGnZ333EI5na 


fiMzxcnni 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.l.4.72.  Summary  of  Questionnaire  Responses,  NOS  638  (Wheel  Vehicle  Mechanic), 


AO  00  00 


Number  of  Respondents:  352  Confidence  Level:  95* 


Women  can  work  In  this  MOS/Speclalty  considering  (Issue). 


Percentage  In  Peacetime 

Percentage  In  Wartime 

Issue 

Strongly 

Agree 

Agree 

01  S- 
Agree 

Strongly 
01 sagree 

Strongly 

Agree 

Agree 

Dls- 

Agree 

Strongly 
01 sagree 

1.  Strength 

42.6 

27.0 

24.4 

6.0 

27.0 

20.2 

29.0 

23.3 

27  sue 

— 42.U 

43.5 

20.2 

4.3 

33.0 

28.7 

23.0 

15.1 

"3.  Srtp 

3778 

31.  U 

24.3 

5.7 

35.8 

30.1 

19.9 

13.4 

4.  Cuurdlnattcrn — 

4 9:7  ’ 

34*7 

11.6 

3.7 

4^  • 3 

31.8 

lb.o 

9.7 

"5.  Ami /teg  Length 

— 41779 — 

35.8 

14.4 

4eU 

44.3 

44.4 

11.9 

9.1 

6.  Endurance 

38. 1 

41. u 

22.2 

8«8 

24:r 

22.2 

41. 5 

2T79 

7.  men ret 

2570 

1573" 

3775” 

ZT70 

17.6 

11.9 

32.1 

36.6 

8.  pregnane^ 

8e2 

U.U 

44.2 

50.3 

5.7 

3.4 

23.9 

66.5 

9.  Hygiene 

2775 

23.4 

41.4 

14.5 

21.3 

19.0 

30.4 

27.6 

io.  profiles 

3578 

41.  U 

24.1 

9.1 

32;r 

26.4 

25.9 

15.3 

11.  tmotlon 

46.9 

44. b 

' 2D.' 5” 

9.1 

23.9 

17.6 

32.4 

25.9 

lz.  Stress 

40.4 

2b. 4 

■ 2617 

9.1 

26.4 

14.8 

31.0 

26.7 

13.  confidence 

44. U 

4U.1 

11.4 

4.4 

38.1 

34.5 

19.6 

8.2 

la.  toughness 

36.6 

27.8 

27.6 

8.0 

21.6 

16.  S 

37.8 

23.9 

lb.  bain  Respect 

4572 

38.6 

10.5 

5.7 

38.4 

32.1 

16.5 

12.2 

lb.  AggirtSSIVtness 

41.  b 

36.4" 

16.2 

4.0 

2674 

27.8 

28.4 

14.5 

l/.  wen  Ability — 

46.4 

34.7 

17.6 

35.5 

31.8 

19.0 

13.1 

18.  SK1TT5 

40.0 

41.0 

Z3'.'5" 

8.2 

30. 1 

24.1 

31.0 

13.6 

19.  wane  Effort — 

— 3879 — 

34.9 

17.4 

8.0 

3Z7I 

27.4 

24.4 

15.6 

20.  seif  mage 

3575 

22.2 

~ 3170" 

11.1 

29.0 

16.6 

33.5 

20.2 

21.  Leadership 

40.0 

32.7 

22.7 

7*7 

27.5 

23.3 

29.5 

19.6 

22.  Fraternization 

2778 

2b. 6 

28.7 

17.9 

24.T 

17.0 

32.1 

26.4 

23.  singly  Pbfemr- 

41  .u 

2b.  3 

“7975“ 

14.2 

22.2 

18.2 

28.1 

31.3 

4o.u 

38.4 

1U.2 

4.6 

49. b 

34.7 

16.5 

6.6 

29.  Are  CtpWIE 

3778 

44.1 

2U.7 

7.4 

26.4 

21.6 

41.6 

19.9 

28.  SflOUId  Al  I6W 

39. 8 

44. 0 

"1Z.V 

"14.7” 

2>.B 

20.2 

18.2 

33.0 

NOTE:  Percentages  that  do  not  total  100*  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 


Table  A.l.4.74.  Summary  of  Questionnaire  Responses,  MOS  67N  (Utility  Helicopter 
Repairman). 


A-l-4-75 


NUMBER  OF  RESPONDENTS  366 


1 

L 955, 

I 


Number  of  Respondents:  366  Confidence  Level:  951 

Women  can  work  in  this  MOS/ Spec laity  considering  (issue). 


Percentage  in  Peacetime 


Strongly 


Agree 

Di  s- 
Agree 

Strongly 
01 sagree 

Strongly 

Agree 

Agree 

43.4 

12.0 

4.1 

29.8 

31.4 

40.4 

15.6 

4.1 

30.6 

29.5 

Percentage  in  Wartime 


23 


11.5  I 24.0 


39.9 

1 42.9  1 

L 13.4] 

3.8 

1 29.5  . J 

i 27.3  I 

1 26.2  I 

i 15.3 

23.  Single  Parent  I 36.1  I 37.7  I 16.9  I 8.7  I 26.8  1 26.0  I 23.2 


am  Wo 


NOTE:  Percentages  that  do  not  total  100*  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A. 1.4. 76.  Summary  of  Questionnaire  Responses,  MOS  76Y  (Unit/Organization 
Supplyman). 


A-l-4-77 


Number  of  Respondents:  306  Confidence  Level:  94% 

Women  can  work  in  this  MOS/Specialty  considering  (issue)* 


Percentage  in  Peacetime 


Strongly 


1 

is- 

Strongly 

1 

gree 

Di sagree 

11.1 

1.0 

7.2 

1.3 

issmai 

Percentage  in  Wartime 


i s-  i Strongly  j 


11.1  I 38.6  1 37.6 


26.1 


47.7  1 13.1 


6 I 50.3 


imiifKii 


23.5  I 63.7 


23.5 

11.1  1 

23.9 

17.0  ! 

0.3  I 8.5 


moa 


29.4 

25.8 

29.4 

27.5 

rimmremii 

IflKMMai 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
issues  from  some  respondents. 

Table  A.l.4.78.  Summary  of  Questionnaire  Responses.  MOS  82C  (FA  Surveyor). 


A- 3 -4-79 


NUMBER  OF  RESPONDENTS  6062 


% 


CONFIDENCE  LEVEL  95% 


YEARS 

SERVICE 


EUBEBH 


17-20 


KPMEEWEM1I 


31-35 


46+  I 43 


GRADE 


■'[•nsa 


HagSjKtlMtai:: 


E3-E4 


E7-E9 


rroni 

pestii 


EDUCATION 


■Til 


■ trivia 

HTPTTTTSH 


High  School 


GENDER 


MALES 


RESPONSES 


% 


5787  95. 


WHITE  13851  I 63.5 


E 14988  I 82.2 


DA 


TOTAL 


TOTAL  16062  1 100. 


TOTAL  16062 


WOMEN 


SUBORDINATE  CO-WORKER  WITH 

TO  WOMEN  WOMEN 


Never 

4240 

70.0 

4795 

79.1 

4018 

66.3 

RESPONSES 


Ic+wi 


•irrrrr.i 


* Incomplete  or  missing  data 


Table  A.  1.4.79.  Backqround  Summary  on  Questionnaire  Respondents, 
Wrap  Up  fter  all  EnllsteOiOS. 

A- 1-4-80 


I ) 

Number  of  Respondents:  6062  Confidence  Level:  953> 


Women  can  work  in  this  MOS/Specialty  considering  (Issue). 


Percentage  In  Peacetime 

Percentage  In  Wartime 

* 

Issue 

Strongly 

Agree 

Agree 

01s- 

Agree 

Strongly 
Oi sagree 

Strongly 

Agree 

Agree 

01s- 

Agree 

t 

Strongly  ; 
D1 sagree  j 

1.  Strenoth 

3U.0 

31.3 

25.0 

13.3 

20.1 

21.2 

,-27.7 

29.4 

2.  Size 

31.0 

33.5 

23.3 

11.8 

23.9 

25 4. 

,-26.2 

22,5  ... 

3.  Grip 

32.1 

33.4 

23.8 

10.0, 

28.5 

29.5 

24.0 

16.8 

4.  Coordination 

3877 

3/. 9 

lb. 2 

/.5 

7773 

31.9“ 

19.7 

14.3 

o.  Arm/Leg  Length 

— 3775 

3b.  2 

15.9 

7.3 

33.3 

33.7 

18.7 

12.5 

t>.  tndurance 

— 3U74 — 

30. b 

21.6 

12.4 

21.6 

21.3 

30.5 

24.7 

/.  menses 

— ZU75 

20.7 

“'35  .T 

21.6 

14.9 

15.0 

33.4 

33.9  [ 

b.  Pregnancy 

9.6 

9.1 

“ 30.8 

49.7 

5.5 

5.6 

23.7 

63.5 

9.  Hygiene 

— Z575 — 

24.6 

30.5 

18.2 

18.9 

18.8 

31.0“ 

29.0 

10.  ProffTis 

32.3 

33.0 

12.4 

27.5 

28.6 

23.3 

18.7  _ 

11.  Emotion 

33.  U 

33.8 

21.5 

10.9 

22.3 

22.6 

29.1- 

24,L 

12.  Stress 

30.7 

30.8 

26.7 

11.1 

20.6 

21.1 

31.6 

25.0 

13.  Confidence 

41.1 

41.6 

11.8 

4.8 

32.4 

32.5 

22.1 

11.0 

14.  Touahness 

27.4 

28.2.. 

_ 29.6 

14.0 

18.6 

18.8 

-3L9-, 

.28  J), 

15.  Gain  Resoect 

39.3 

41.0 

12.6 

6.5 

32.4  ... 

34.2 

18.6 

13,1  . i 

16.  Agqresslveness 

35.6 

35.6 

20.5 

7.5 

27.0 

27ltj_ 

,27,1- 

17.0 

17.  Mech  Abllltv 

35.6 

36.2 

19.2 

6.1  _ 

30.6 

30.6 

22.6 

14.3 

10.  Sk-Us 

33.3 

34.5 

22.4 

8.8 

26.4 

27.3 

-27ti  j 

17,2 

19.  Make  Effort 

36.2 

38.6 

17.4 

8.6 

28.5 

29.5 

-?,3T3 

16.9 

20.  Self  Imaae 

20.6 

28.4 

30.4 

11.4 

22.7 

22.3 

32.1 

20.9  - 

21.  Leadership 

35.7 

35.9 

19.4 

8.3 

25.2 

25.6 

?7t? 

19.6 

22.  Fraternization 

23.4 — 

24.8 

30.9 

19.8 

18.7 

20.2 

30.0 

28.9 

23.  Single  Parent 

29.0““ 

28.8 

25.4 

15.9 

20.0 

19.8 

28.0 

30.1 

24.  learn  Work 

41.6 

42.0 

~ nny 

5.5 

34.7 

35.1 

lZt|-, 

! ll.8 

2b.  Are  Capable 

31.2 

32.7 

14.6 

21.8 

22.7 

26.6 

26.  Should  Alio* 

30.4 

30.1 

16.7 

21.9 

21|5.- 

2LL 

20.7 

MaB— 

NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 


Table  A. 1.4. 80.  Sumnary  of  Questionnaire  Responses,  Wrap  Up  for  All  Enlisted 
MOS's 

C . ::  ■ : ■ 

A-l-4-81 


NUMBER  OF  RESPONDENTS  221 


RESPONSESI  I YEARS  | RESPON 
SERVICE 


CONFIDENCE  LEVER  N/A 


m 


GRADE 


liitawrii* 


E3-E4 


17-20 


^TrnnBmrFi— i 

Ea  mam 


EDUCATION 


UiFliYHiTOBI 


Some  Coll 


BMTTnRTTlI 

M7T»^7TYBI 


RESPONSES 


GENDER 


WHITE 


TOTAL 


PERIOD  IN 
MONTHS 


Never 


TOTAL 


;V1  f-H'M  ■^Wll »)  SX\  I ;i  \H  M’i  I iTI  M IT^IT 

■ M — 'fil  HBflTiMI  II 


RESPONSES 


229  28.8  686  86.5  I 335 


17  I 2. 


L20L 

ftuililiiJIBfcJ 


IEuST7T?HI 


ileu» 


TOTAL 


* Incomplete  or  missing  data 


TABLE  A. 1.4.83.  Background  Suamary  on  Questionnaire  .Respondents 
Command  and  General  Staff  College. 


A-l-4-84 


AGE 

RESPONSES! 

(YRS) 

KB 

T~ 

17-20 

1352 

18.2 

SERVICE 


■T'HI 


E3-E4 


1EE5 1 «*<•*,*’ 

■ iisi'Ji  itjiK.4i  s>)  e a mm  m n 
Bnpjji  roffiigreiwpiK 

■■linr  i.«i-g»iiTOi»y 
ifegafcHBB— roanci  upm 


EDUCATION 


Less  than  H 


cimiasniK^iii.-f.irr| 
tfmrrcirrr  iam  i>*,1 


II 


IQIHTF?7Tg%ElKTir-| 
TTIWAVA  ■ Wk  l LI  ■ 


GENDER 


MALES 


|3wfJI 


TOTAL 


PERIOD  IN 
MONTHS 


Never 


RESPONSES 


WiTiHj 

ii^na 

ik3xTs5E1 


RESPONSES 


WHITE  1 5092  I 2 


TOTAL  74 


WOMEN 


4922  66.3  5990 


0- WORKER  WITH 


li'JC 


TOTAL 


RESPONSES 


IQ 


7428  llOO.O  17428  1 100.0  I TOTAL 


* Incomplete  or  missing  data 


A.l.  4.85.  Background  Sumiiry  Oh  Questionnaire  RespOrtdefFtS, 
Wrap  Up  for  TUTU. 

A-i-4-86 


Number  of  Respondents:  7428  Confidence 

Women  cen  wort  In  this  MOS/Speclalty  considering  (Issue) 


Confidence  Level:  N/A 


Percentage  In  Peacetime 


Percentage  In  Wartime 


Issue 


1.  Strength 


Strongly  01  s-  Strongly  Strongly  01s-  Strongly 

Agree  Agree  Agree  Disagree  Agree  Agree  Agree  01  sag re e 


31.8  123.9  12.8 


■Ktri-mniriiM 


It 


ETUI 

tummm 
umnzsm 

uaKuena 

iwpmrri 


I HI 


21.7 


27.4  124.4  120.7 


.2 


IHH’MI’KWHB 


22.7  166.1 


I HI 


ressiveness 


uimnizM£WFmi 


liaLnuiriju 


IUM|IF*1 

KViKcfiVi] 


18.6 


33.7  23.1  9.1 


taamaaiiEiiEa 

lumxasa&zzml 

HL LJLOiSM 

irflMgm,nTii ir»  hi 


35.9  135.6  19.9  7.8 


0 27.1 


ItH 


inniRiai 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.  M. 86.  Wrap  up  of  Questionnaire  Responses^(Male). 


A-l-4-87 


NUMBER  OF  RESPONDENTS  204 


id  i.'  i ;l  uV:H  V 

mm  m HUH  m kMI 


CONFIDENCE  LEVEL 


GRADE 


21-25 


26-30 


iCTEYjlWI 

iHgUKffil 


irmm 


IK1BEH 


Elifln 


issamiEK 

ItTUMMBfl 

KiBiai 

^SnSnSr 

■obShSk! 


EDUCATION 


Less  than  HSI  3 1 1.5 


LirixamaKuii^K]] 

!E3fcaiE^BMl!ll!il| 

i&irnxQXJBUiiK&Ji 


FEMALES 


IK&E5SS] 


RESPONSES 


WHITE  133 


TOTAL  I 2 


nn 


144  70 


204  100 


SUPERVISED 


WOMEN 


100 

49.0 

48 

23. 5 

MARITAL 

STATUS 


TOTAL 


* Incomplete  or  missing  data 


TOTAL 


204  I 100. 


TABLE  A. 1.4.87.  Background  Summary  on  Questionnaire  Respondents 
Wrap  Up  for  Females* 

A- 1-4-88 


taminiEnni 


Number  of  Respondents:  204 


Confidence  Level: 


Women  can  work  in  this  MOS/Specialty  considering  (Issue). 


Percentage  In  Peacetime 


Strongly  DIs-  Strongly  Strongly  Dis-  Strongly 

Agree  Agree  Agree  Disagree  Agree  Agree  Agree  Disagree 


Percentage  In  Wartime 


NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 1.4.88.  Wrap  Up  of  Questionnaire  Responses  (Female). 


A- 1-4-89 


NUMBER  OF  RESPONDENTS  7751 


% 


CONFIDENCE  LEVEL  N/A 


KliiiMMi' 


U-3  3236 


6-lU 


AD 

S 

■TCT?rn3ii 

1 

n^nll 

liTBfl 


EDUCATION 


vtmytwm 


GENDER 


MALES 


FEMALES 


RESPONSES 


% 


7751  1 100. 


PER 100  IN 
MONTHS 


SUPERVISED  SUBORDINATE 


RESPONSES 


TOTAL 

7751  i 

iioo.o 

7751 

100.0 

I kj  imm  ibihi 
I rirnTTTB  ifwJ 


i*  Incomplete  or  missing  date 


TABLE  A. 1.4.89.  Background  Summary  on  Questionnaire  Respondents , 
Wrap  Up  for  Males  and  Females. 

A -1-4-90 


: - s 


ANNEX  b 


r 


COMPLETED  MATRICES  BASED 


ON  MOS/SSI  ANALYSIS 


1.  This  annex  contains  copies  ot  the  matrices  that  resulted  from  the 
detailea  analysis  of  the  MOS/SSI  that  were  closed  to  women  at  the  beginning 
of  EWITA  or  were  known  to  pose  problems  for  female  incumbents.  Matrices 
are  also  included  tor  those  above  baseline  MOS/SSI  with  critical  physical 
tasks  that  resulted  in  recommendations  of  closure  to  women. 

2.  The  contents  ot  the  annex  are: 


Title 

Analyses  of  Selected  Officer  SSI 
Analyses  of  Selected  Warrant  Officer  MOS 
Analyses  of  Selected  Enlisted  MOS 


Page 

A-l-b-2 

A-1-5-1B 

A-l-S-27 


EVALUATION  OF 
SSI  13A 

CANNON  FIELD  ARTILLERY  OFFICER 


CURRENTLY:  OPEN  CLOSED  E3 


RECOMMENDATION:  OPEN  I 1 CLOSED  fTl 


SOURCE  OF  MOS 
REQUIREMENTS 

blSCRIMINATING  FACTORS 

A B C D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

2.  CRITICAL 

TASK 

UNK 

§j§j§§ 

NO-GO 

3.  PHYSICAL 
REQUIREMENTS 

UNK 

(fill 

GO 

4.  FIELD  SURVEY 
OPINIONS 

itHH 

NO-GO 

NO-GO 

5.  OTHER 

SOURCES 

NO-GO 

UNK 

NO-GO 

DISCUSSION: 
1. 

b. 


NO-GO  Rationale. 

a.  5A  - Closed  by  DA  decision,  20  Dec  77. 

With  94%  confidence.  Issues  (%): 

4C  - endurance  (68),  strength  (66),  size  (44) 

2D  - lack  the  skills  (5)  4D  - Incapable  (74) 

5D  - toughness  (7o),  self-image  (61),  emotional  control  (53), 
aggressiveness  (51),  leadership  (48),  withstand  stress  (49) 


2. 


Challenges. 

a.  IB  - Excluded  from  cannon  units,  females  lack  experience  for  senior 
13A  positions. 

b.  3C  - A company  grade  officer  must  be  able  to  perform  the  physical 
requirements  of  the  enlisted  MOS  through  skill  level  3 of  the  primary 
related- MOS.  138,  13E  and  13F  are  closed  to  females. 


RECOMMENDATION:  That  SSI  13A  be  closed  to  women  by  virtue  of  career 
progression  and  physical  limitations  of  females  In  performing  enlisted 
tasks. 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-l-5-2 


( 


A /A-  ■■ 


EVALUATION  OF 
SSI  ISO 

LIOHT  MISSILE  HELD  ARTILLERY  OFFICER 


CURRENTLY:  OPEN  □ CLOSED  to 


RECOMMENDATION:  OPEN  □ CLOSED 


SOURCE  OF  MOS 
REQUIREMENTS 

1. 

AR  611-101 

AR  611-112 

AR  611-201 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

5. 

OTHER 

SOURCES 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


UNK 

UNK 

UNK 

Jlljjlj 

UNK 

DISCUSSION: 

1.  Majority  of  13b  positions  are  in  Europe.  Rotation  to  statesiae  is  into 
13A  positions,  which  are  being  recommended  by  EWITA  to  remain  closed  to 
women.  Information  for  determination  of  answer  for  SB  is  unavailable  as 
SSI  13B  is  considered  part  of  the  13-series  and  not  considered  separately. 
Opening  this  SSI  to  women  will  cause  them  to  either  stay  overseas  or  get 
significantly  less  experience  In  their  early  years. 

2.  As  a junior  leader,  this  SSI  will  supervise  enlisted  personnel 
primarily  from  15D,  1SF,  and  16J.  These  MOS  are  closed  until  physical 
capabilities  testing  is  developed. 


RECOMMENDATION:  That  SSI  13B  be  closed  to  women  based  on  career  progres- 
sion until  FA  Branch  establishes  officer  personnel  management  doctrine  that 
Insures  two  separate  tracks,  cannon  and  missile. 

IMPACT  ON  RESERVE  COMPONENT:  Career  progression  should  not  be  a constraint 
to  opening  this  SSI  within  the  Reserve  Component. 


A-l-b-3 


EVALUATION  OF 
SSI  13C 

HEAVY  MISSILE  FIELD  ARTILLERY  OFFICER 


CURRENTLY:  OPEN  Q CLOSED  PH 


RECOMMENDATION:  OPEN  □ CLOSED  Q] 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


SOURCE  OF  MOS  EXCLUSION  CAREER  CAPABILITIES/  ATTITUDE! 

REQUIREMENTS  DEFINITION  PROGRESSION  LIMITATIONS  PERCEPTK 

AR  611-101 

1.  £0  ^ U ^jjjj^ 

DISCUSSION: 

1.  Majority  of  13C  positions  are  In  Europe.  Rotation  to  stateside  Is  Into 
closed  13A  positions.  Information  for  determination  of  answer  for  5B  Is 
unavailable  as  SSI  13C  Is  considered  part  of  tire  13-series  and  not  consid- 
ered separately.  Opening  this  SSI  to  women  will  cause  them  to  either  stay 
overseas  or  get  significantly  less  experience  In  early  years. 

2.  13C  supervises  predominantly  closed  MOS,  15E,  15J  and  21G. 


RECOMMENDATION:  That  SSI  13C  be  closed  to  women  based  on  career 
Kogresslon  until  FA  Branch  establishes  officer  personnel  management 
doctrine  that  Insures  two  separate  tracks,  cannon  and  missile. 

[!PiSI«?ILR5MRVlc5OMf5ff NT \ cJre*r  Pr°9r««1on  not  be  a constraint 

to  opening  this  SSI  within  the  Reserve  Component. 


EVALUATION  OF 
SSI  130 

FIELD  ARTILLERY  TARGET  ACQUISITION  OFFICER 


CURRENTLY:  OPEnQ  CLOSED  FT1  RECOMMENDATION:  OPEN  □ CLOSED HT| 


mcmrnmrrrnm 

a b c D 


SOURCE  OF  MOS 
REQUIREMENTS 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

— 

2.  CRITICAL 

TASK 

UNK 

jjpjjjj 

UNK 

■ 

3.  PHYSICAL 
REQUIREMENTS 

UNK 

j§§§§§ 

UNK 

J§§§§§ 

4.  FIELD  SURVEY 
OPINIONS 

UNK 

UNK 

6.  OTHER 

SOURCES 

UNK 

UNK 

|jjjljj|| 

UNK 

DISCUSSION: 


1.  Challenge. 

a.  1A  - acts  as  commander  of  a target  acquision  oattery,  and  as  a 
leader  of  radar  and  survey  sections,  which  have  been  closed,  due  to 
relation  to  direct  operation  of  artillery  weapons. 

b.  lb  - while  no  documentation  exists  in  AR  bll-lul  regarding  career 
progression  of  13D,  the  SSI  is  present  In  grades  01-03  and  must  revert  to 
13A,  b,  or  C at  the  o-4  level.  SSI  13A,  B and  C are  closed. 

2.  The  20  Dec  77  DA  decision  neither  specifically  opened  13D,  as  It  did 
13B  and  13C,  nor  closed  It,  as  it  did  13A. 

3.  Proponent  school  recommended  closure  based  on  enlisted  MOS  supervised 
being  closed,  4 of  5 officers  In  Tgt  Acq  Btry  are  constantly  on  or  near 
FEBA  and  progression  only  to  0-3  with  reversion  to  13A,  B or  C at  0-4. 

RECOMMENDATION:  That  SSI  13D  be  closed  to  women  based  on  CEO  and  career 
progression. 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-101 
1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION: 


EXCLUSION 

DEFINITION 


CAREER  CAPABILITIES/ 

PROGRESSION  LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


necmomrm:  n»t  ssi  i«a  6,  „ KIKri. 


r 


EVALUATION  OF 
SSI  14b 

SHORAD  OFFICER 


CURRENTLY:  OPENQ  CLOSED  [T]  RECOMMENDATION:  OPENQ  CLOSEOQ] 


SOURCE  OF  MOS 
REQUIREMENTS 


EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


AR  611-101 

1.  AR  611-112 
AR  611-201 

2.  CRITICAL 
TASK 

3.  PHYSICAL 
REQUIREMENTS 

4.  FIELD  SURVEY 
OPINIONS 

5.  OTHER 
SOURCES 

DISCUSSION: 


NO  GO 


NO  GO 


NO  GO 


NO  GO 


NO  GO 


1.  NO-GO  Rationale. 

a.  5B  - closed  by  DA  decision,  DEC  77 

b.  With  88%  confidence.  Issues  (%) 

4C  - endurance  (47)  2D  - skills  (48) 

4D  - Incapable  of  performing  job  (68) 

5D  - toughness  (57),  self-image  (S3),  emotional  control  (4b), 
stress  (42) 

2.  Challenge. 

a.  1A,  3C  - The  officer  must  be  able  to  perform  the  physical 
requirements  of  the  enlisted  MOS  through  skill  level  3.  This  officer 
supervises  a preponderance  of  personnel  In  closed  MOS,  18P  and  1M,  based 
on  the  CED. 

b.  2B  - The  preponderance  of  duties  of  command,  XO  and  platoon  loader 
are  In  closed  TOE's.  Competitiveness  with  peers  for  promotion  to  0-4  Is 
questionable. 

3.  Proponent  concurs. 

RECOMMENDATION:  That  SSI  148  be  closed  to  women  based  on  CED,  career 
progression  and  physical  requirements 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


I 

I 


EVALUATION  OF 
SSI  14C 

NIKE  HERCULES  MISSILE  AIR  DEFENSE  ARTILLERY  OFFICER 


CURRENTLY:  OPENQ  CLOSED  PH 


RECOMMENDATION:  OPEN  Q3  CLOSED!  | 


CAREER  CAPABILITIES/ 

PROGRESSION  LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-101 
1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION: 

1.  NO  GO  Rationale. 

a.  4C  - The  officer  Incumbents  surveyed  at  a 88%  confidence  level 
Indicate  that  women  have  a problem  with  endurance  (47%). 

b.  2D  & 5D  - The  officer  Incunbents  surveyed  at  a 88%  confidence  level 
Indicate  women  would  have  problems  In  skills  (48%),  toughness  (57%),  self 
Image  (53%),  emotion  (46%),  and  stress  (42%)  within  this  officer  specialty. 

c.  4D  - 58%  of  the  officer  Incumbents  surveyed  at  a 88%  confidence 
level  Indicate  women  are  not  capable  of  performing  in  this  specialty. 

2.  Proponent  concurs. 


3;  See' objective  4,  Housing,  considering  ADA  Isolated  sites. 


RECOMtCNDATION:  That  SSI  14C  be  open  to  women 


EVALUATION  OF 
SSI  140 

HAWK  MISSILE  AIR  DEFENSE  ARTILLERY  OFFICER 


I 

■ 

! 


CURRENTLY:  OPENQ  CLOSED  [T]  RECOMMENDATION:  OPEN  Q]  CLOSED | — | 


discriminating  Factors 

A B C D 


SOURCE  OF  MOS 
REQUIREMENTS 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-lUl 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

|||||il 

2.  CRITICAL 

TASK 

GO 

JlljjJf 

NO  GO 

3.  PHYSICAL 
REQUIREMENTS 

GO 

§§j§§§j 

GO 

ijfjlj 

4.  FIELD  SURVEY 
OPINIONS 

§j§§§§ 

NO  GO 

5.  OTHER 

SOURCES 

GO 

GO 

!§§j§§j§| 

NO  GO 

DISCUSSION: 

1.  NO  GO  Rationale. 


a.  4C  - The  officer  Incumbents  surveyed  at  a 884  confidence  level 
Indicate  that  women  have  a problem  with  endurance  (474). 

b.  2D  & 5D  - The  officer  Incumbents  surveyed  at  a 884  confidence  level 
Indicates  women  would  have  problems  In  skills  (484),  toughness  (564),  self 
Image  (534),  emotion  (464)  and  stress  (424)  within  this  officer  specialty. 

c.  40  - 584  of  the  officer  Incumbents  surveyeo  at  a 884  confidence 
level  Indicate  women  are  not  capable  of  performing  In  this  specialty. 

2.  Proponent  concurs. 

3.  See  objective  4,  Housing,  considering  ADA  isolated  sites. 


RECOMMENDATION:  That  SSI  14D  be  open  to  women. 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-1U1 
1.  AR  611-112 
AR  611-2U1 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION: 


COMBAT 

EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


GO 

Bill 

UNK 

UNK 

§§§§§§§§ 

UNK 

RECOMMENDATION:  That  SSI  14E  be  open  to  «omn. 


A-l-5-10 


t VALUATION  OF 
SSI  14F 

GUIDED  missile  systems  officer 


CURRENTLY:  OPEN  □ CLOSED  fTl 


RECOMMENDATION:  OPEN  CD  CLOSED  { | 


'UlSCWlMlNAIlKILi  FAUUKS 
B C 


SOURCE  OF  MOS 
REQUIREMENTS 


COMBAT 

EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


RECOMMENDATION:  That  SSI  14F  be  open  to  woiaen. 


A-l-3-11 


tVALUAI  l(JN  01 
SSI  140 

AIR  DEFENSE  ARTILLERY  CUMMAND  & CONTROL  OFFICER 


CURRENTLY:  OPEd  I CLOSEOQJ 


RECOMMENDATION:  OPE>m  CLOSE0 — I 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-101 
1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


COMBAT 

EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


RECOMMENDATION:  That  SSI  14G  be  open  to  Momen 


EVALUATION  OF 
SSI  ISA 

AVIATION  OFFICER  GENERAL 


9 


CURRENTLY:  OPEN  [TT]  CLOSED  Q]  RECOMMENDATION:  OPEN  (X]  CLOSED  | | 


SOURCE  OF  MOS 
REQUIREMENTS 

DISCR1M1NAI 1NG  FAUUKS 

ABC  l) 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-lul 

1.  AR  611-112 

AR  611-2U1 

GO 

GO 

GO 

iBlii 

2.  CRITICAL 

TASK 

GO 

§§§§jl| 

NO  GO 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

§§jjj§§ 

UNK 

BBSS 

4.  FIELD  SURVEY 
OPINIONS 

11 

NO  GO 

NO  GO 

5.  OTHER 

SOURCES 

GO 

GO 

NO  GO 

DISCUSSION: 


1.  NO  GO  Rationale.  With  91%  confidence,  issues  (%) 

4C  - endurance  (S4)  2D  - skills  (49) 

4D  - incapable  of  performing  job  (61) 

5D  - toughness  (63),  emotional  control  (58),  self-image  (52) 
leadership  (50),  aggressiveness  (50),  stress  (48) 

2.  Challenge:  Women  are  serving  effectively  in  this  MOS.  Further  study 
Is  needed  to  assess  the  validity  of  the  perceptions  cited  in  the 
discussion.  In  the  absence  of  such,  there  appears  to  be  insufficient  reason 
to  close  this  SSI  to  women. 


RECOMMENDATION:  That  SSI  15A  remain  open  to  women. 


1-1-5-13 


I 


EVALUATION  OF 
SSI  lbB 

AVIATION  OFFICER,  COMBAT 


CURRENTLY:  OPEN  [T]  CLOSED  □ 


RECOMMENDATION:  Open  [X]  CLOSED  | — | 


SOURCE  OF  MOS 
REQUIREMENTS 

U1SCK1MINAI 1NG  FAUURS — 

ABC  D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-2U1 

GO 

GO 

GO 

!ijj 

2.  CRITICAL 

TASK 

GO 

pbii 

iBBl 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

jjjj§ 

UNK 

Jjjjjjj 

4.  FIELD  SURVEY 
OPINIONS 

IBi! 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

GO 

UNK 

DISCUSSION: 

1.  The  DA  decision  of  20  Dec  77  permits  women  In  this  SSI  Out  forbids  them 
from  piloting  an  aircraft  In  an  attack  role. 

2.  ENITA  concurs  with  this  concept,  provided  that  Implementation  of  this 
decision  does  not  put  women  In  a no  win  situation  with  respect  to  career 
progression. 


RECOMMENDATION:  That  SSI  15B  be  opened  to  women  subject  to  being  precluded 
from  piloting  aircraft  In  the  attack  or  scout  mode. 


A-l-fc-14 


J 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-lUl 

1.  AR  611-112 

AR  611-201 

NO  GO 

2.  CRITICAL 

TASK 

NO  GO 

3.  PHYSICAL 
REQUIREMENTS 

GO 

PHYSICAL 

CAPABILITIES/ 

ATTITUDES/ 

LIMITATIONS 

PERCEPTIONS 

4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION: 

NO  GO  Rationale. 

a.  1A  - Prepares  to  fight  as  Infantry. 


N/A 

§§§§§ 

UNK 

UNK 

b.  2A  - Comma  ids  or  assists  the  commander  of  an  engineer  unit  engaged 
in  combat  engineering. 


RECOMMENDATION:  That  SSI  21A  remain  closed  to  women. 
IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


SOURCE  OF  MOS 
REQUIREMENTS 

I. 

AR  611-lUl 

AR  611-112 

AR  611-201 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

5. 

OTHER 

SOURCES 

COMBAT 

EXCLUSION 

DEFINITION 


NO  UO 


NO  GO 


GO 


CAREER 

PROGRESSION 


CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


GO 

jjj§j 

UNK 

UNK 

BIBB 

UNK 

DISCUSSION: 

1.  NO  GO  Rationale. 

a.  1A  - Prepares  to  fight  as  Infantry. 

b.  2A  - Command*  or  assists  the  commander  of  an  engineer  unit  engaged 
In  heavy  combat  engineering. 

2.  The  primary  enlisted  MOs  that  form  the  basis  of  the  units  that  this 
officer  will  be  assigned  to  as  a junior  leader  are  closed. 


RECQMMEN0AT10N:  Tha*  SSI  21B  be  closed  to  women  based  on  CED 
IMPACT  ON  Rr SERVE  COMPONENT:  Recommendation  compatible. 


A-l-5-16 


EVALUATION  OF 
SSI  25A 

COMBAT  SIGNAL  OFFICER 


CURRENTLY:  OPENjTT]  CLOSED  | — | RECOMMENDATION:  OPENQ]  CLOSED | 1 


D I SCR  IM I NAT  IHG  TACTORS 

ABC  D 


SOURCE  OF  MOS 
REQUIREMENTS 

COmBai  “ 
EXCLUSION 
DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

Hip 

2.  CRITICAL 

TASK 

GO 

innm 

§§§§§§§ 

GO 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

jjjjjj 

GO 

4.  FIELD  SURVEY 
OPINIONS 

jjijB 

NO  GO 

NO  GO 

5.  OTHER 

SOURCES 

GO 

IJflfllfJ 

GO 

DISCUSSION: 


1.  NO  GO  Rationale.  61%  of  25 A surveyed  Indicated: 

a.  4C  - Endurance  to  be  a significant  problem  for  women. 

b.  4D  - 48%  of  25A  surveyed  feel  women  are  not  capable  In  this  SSI 
during  wartime. 

2.  Challenge.  In  the  judgment  of  EWITA  the  attitudes  and  perceptions  of 
the  specialty  encumbents  do  not  warrant  closure. 


RECOMMENDATION:  THAT  SSI  25A  remain  open  to  women. 


EVALUATION  OF 
MOS  1UUE 
PILOT,  AH-l(i 


CURRENTLY:  OPEN  □ CLOSED  DTI  RECOMMENDATION:  OPEN  | | CLOSED  HI 


SOURCE  OF  MOS 
REQUIREMENTS 

discriminating  FACTORS  " 

A ft £ D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-2U1 

GO 

GO 

GO 

||||j|||| 

2.  CRITICAL 

TASK 

NO-GO 

NO-GO 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

AB 

UNK 

§§§§§| 

4.  FIELD  SURVEY 
OPINIONS 

liiii 

|||||||§ 

NO-GO 

NO-GO 

5.  OTHER 

SOURCES 

NO-GO 

N/A 

NO-GO 

DISCUSSION: 


NO-GO  Rationale. 

a.  2A  - Employ  the  attack  helicopter  as  an  offensive  weapons  system  to 
engage  the  enemy  or  to  augment  the  fires  of  friendly  ground-based  weapons. 

b.  SA  - Closed  by  DA  decision,  20  December  77. 

c.  With  90 % confidence:  Issues  (%) 

4C  - endurance  (44),  2D  - skills  (44) 

4D  - Incapable  of  performing  job  (61) 

5D  - emotional  control  (56),  toughness  (55),  aggressiveness  (54), 
stress  (52),  self-image  (51),  leadership  (45) 


RECOMMENDATION:  That  MOS  1UUE  remain  closed  to  women  based  on  CED. 
IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-i-5-18 


EVALUATION  OF 
MOS  201A 

METEOROLOGY  TECHNICIAN 


CURRENTLY:  OPEN  □ CLOSED  CD 


RECOMMENDATION:  OPEN  fTI  CLOSED  I I 


ATTITUDES/ 

PERCEPTIONS 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


SOURCE  OF  MOS 
REQUIREMENTS 

AR  611-101 

1.  AR  611-112 
AR  611-201 

2.  CRITICAL 
TASK 

3.  PHYSICAL 
REQUIREMENTS 

4.  FIELD  SURVEY 
OPINIONS 

5.  OTHER 
SOURCES 

DISCUSSION: 

1.  Proponent  nonconcurs  because  93F  and  other  feeder  MOS  are  closed,  except 
possibly  26B,  proximity  to  FEBA  and  the  direct  input  provided  to  application 
of  FA  firepower  (gunnery  solution). 

2.  MOS  2ulA  can  be  fed  by  35D,  35E,  93E,  93F,  B2C. 


RECOMMENDATION:  That  MOS  2U1A  be  open  to  women. 


EVALUATION  OF 
MOS  21 1A 

FIELD  ARTILLERY  RADAR  TECHNICIAN 


CURRENTLY:  OPEN  □ CLOSED  DTI 


RECOMMENDATION:  OPEN  (T]  CLOSED  □ 


SOURCE  OF  MOS 
REQUIREMENTS 

DISCRIMINATING  FACTORS 

& B C D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

m 

2.  CRITICAL 

TASK 

UNK 

§§Jjjj| 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

UNK 

|||jjp 

UNK 

4.  FIELD  SURVEY 
OPINIONS 

Hi 

l§!!§ H 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

GO 

iSiiii 

UNK 

DISCUSSION: 


1.  Maximum  female  content  outside  closed  radar  sections  Is  53,  or  41%  of 
the  MOS. 


2.  All  feeder  MOS's  (17K,  17B)  with  exception  of  possibly  26B  are  closed. 


RECOMMENDATION:  That  MOS  211A  remain  open  to  women. 


A-1-5-2U 


. -•  ' . *. 

. * V - - , • 1.. 


I ■ H BH  ■ 


j 


t VALUATION  OF 
MO l*  214L 

FILLU  ARTILLERY  MISSILE  SYSTEM  TECHNICIAN,  PERSHING 


CURRENTLY:  OPENQ  CLOSEO  m RECOMMENDATION:  OPEN[X)  CLOSEUl  I 


UI SlklMINA  I INC  F AUIUfCS 

A B C D 


SOURCE  OF  MOS 
REQUIREMENTS 

TORBCT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

FHYSltAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-2U1 

GO 

GO 

GO 

Ml 

2.  CRITICAL 

TASK 

UNK 

llllllllP 

|||||§§§§§ 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

UNK 

lllllllll 

UNK 

JflJjl 

4.  FIELD  SURVEY 
OPINIONS 

§§§§§§§§ 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

GO 

UNK 

DISCUSSION: 


Proponent  concurs  with  MOS  being  open,  out  recommends  that  the  MOS  that 
feeds  this  field  be  monitored  for  closures. 


RECOMMENDATION:  That  MOS  214E  remain  open  to  women 


EVALUATION  OF 
MOS  2140 

FIELD  ARTILLERY  MISSILE  SYSTEM  TECHNICIAN,  LAl 


CURRENTLY:  OPENQ  CLOSED  [7] 


RECOMMENDATION:  OPE' 


CLOSEDl  I 


SOURCE  OF  MOS 
REQUIREMENTS 

INCRIMINATING  FACTORS  ~ 

A B C D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

jjjjj 

2.  CRITICAL 

TASK 

UNK 

lijjpj 

BBS 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

UNK 

UNK 

4.  FIELD  SURVEY 
OPINIONS 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

GO 

BBli 

UNK 

DISCUSSION: 


1.  Proponent  non-concurs  with  opening  due  to  feeders  from  150  and  15J 
which  are  closed. 


2.  Any  enlisted  MOS  may  apply  for  any  warrant  officer  MOS.  MOS  214-G 
feeders  are  15D,  27D  and  15J.  Others  may  be  related  due  to  Its  technical 
nature.  27D  Is  currently  open,  and  15D  and  15J  are  subject  to  be  open  on 
validation  of  physical  tasks  and  development  of  testing. 


( 


c 


RECOMMENDATION:  That  MOS  214G  remain  open  to  women 


EVALUATION  UF 
NOS  221B 

MISSILE  ASSEMBLY  TECHNICIAN,  NIKE 


CURRENTLY:  OPEN|  | CLOSEOQ] 


recommendations  openQ]  closeoi — | 


SOURCE  OF  MOS 
REQUIREMENTS 


A 

Combat 

exclusion 

definition 


UlSCKIMINAI iNb  1-ALlUkb 
B C 


CAREER 

PROGRESSION 


PHYSIOT 

CAPABILITIES/ 

LIMITATIONS 


D 


ATTITUDES/ 

PERCEPTIONS 


1. 


AR  bll-lUl 
AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 

3.  PHYSICAL 
REQUIREMENTS 

4.  FIE'  o SURVEY 
OPIniONS 

5.  OTHER 
SOURCES 


DISCUSSION: 

1.  Issue:  See  objective  4,  Facilities,  relating  to  ADA  Isolated  sites. 

2.  Proponent  concurs. 


RECOMMENDATION:  That  MOS  221B  be  open  to  women. 


SOURCE  OF  MOS 
REQUIREMENTS 

1. 

AR  611-lUl 

AR  611-112 

AR  611-2U1 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

5. 

OTHER 

SOURCES 

COMBAT 

EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


DISCUSSION: 

1.  Effective  1 April  1978  this  warrant  officer  MOS  will  Include  all 
Incumbents  from  Missile  System  Repair  Technician  (251B)  and  was  analyzed 
with  this  In  mind. 

2.  Proponent  concurs. 

3.  ISSUE:  See  objective  4,  Facilities,  relating  to  ADA  Isolated  sites. 


RECOMMENDATION:  That  MOS  222B  be  open  to  women. 


A-l-S-2* 

L VALUATION  Oh 
MOS  223U 

MISSILE  SYSTEM  TECHNICIAN,  IMPROVED  HAWK 


CURRENTLY:  OPENED  CLOSED  l~X~l 


RECOMMENDATION:  OPEN  [X]  CLOSED  1 I 


COMBAT 

EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


SOURCE  OF  MUS 
RE0U1REMENTS 


AR  611-lul 
I.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


b.  OTHER 
SOURCES 


DISCUSSION: 

1.  Effective  1 April  197b  this  warrant  officer  MOS  will  include  all 
incumbents  from  Missile  System  Technician,  HAWK  (2230,  IMPROVED  HAWK 
(2230),  Missile  System  Repair  Technician,  HAWK  (261C)  and  IMPROVED  HAWK 
(2bl0h 

2.  Proponent  concurs. 

3.  ISSUE:  See  objective  4,  Facilities,  relating  to  ADA  Isolated  sites. 


RECOMMENDATION:  That  MOS  223B  be  open  to  women. 


A-l-5-25 


EVALUATION  OF 
MOS  224B 

CHAPARRAL/VULCAN  SYSTEM  TECHNICIAN 


CURRENTLY:  OPEN  □ CLOSED  EH  RECOMMENDATION:  OPEN  □ CLOSED  QTJ 

DISCRIMINATING  FACTORS 


SOURCE  OF  MOS 
REQUIREMENTS 

Esa 

gebhzhs 

mu 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

u 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

■H 

2.  CRITICAL 

TASK 

GO 

lilllM 

NO-GO 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

jjjjjj 

GO 

4.  FIELD  SURVEY 
OPINIONS 

i§§8§8f 

GO 

GO 

5.  OTHER 

SOURCES 

NO-GO 

— 

NO-GO 

— 

GO 

DISCUSSION: 


1.  NO-GO  Rationale. 

a.  5A  - Closed  by  DA  decision,  2u  Dec  77. 

b.  5B  - No  positions  from  objective  3. 

c.  2D  - With  72%  confidence,  skills  (46). 

2.  Proponent  concurs. 


RECOMMENDATION:  That  MOS  224B  be  closed  to  women  based  on  career 
progression. 


IMPACT  ON  RESERVE  COMPONENT:  Recommence tl on  compatible 


EVALUATION  OF 
MOS  12b 

COMBAT  ENGINEER 


CURRENTLY:  OPEN  □ CLOSED  HD 


RECOMMENDATION:  OPEN  □ CLOSED  IT) 


SOURCE  OF  MOS 
REQUIREMENTS 

1. 

AR  611-1U1 

AR  611-112 

AR  611-2U1 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

5. 

OTHER 

SOURCES 

A 

COMBAT 

EXCLUSION 

DEFINITION 


NO  GO 

NO  GO 

NO  GO 


CAREER 

PROGRESSION 


NO  GO 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


NO  GO 

NO  GO 


ATTITUDES/ 

PERCEPTIONS 


NO  GO 


NO  GO 

NO  GO 


5.  0THER  N0  60  N/A  N0  G0 

DISCUSSION:  MOS  above  baseline. 

NO  GO  Rationale. 

a.  1A  - To  fight  as  infantry  in  combat  situations. 

b.  IB  - Feeds  MOS  12Z  closed  at  grade  E-8. 

c.  2A  - Perform  as  a member  of  a combat  engineer  squad  in  the  assault 
of  a fortified  position. 

d.  3A  - Move  as  a member  of  a fire  team.  Move  under  direct  fire. 

Carry  M-6U  machine  gun  during  offensive  operations. 

e.  3C  - Draft  tasks  for  MOS  12B,  undated.  Tasks  require  individual  to 
place  charges  against  fortified  position.  6U%  of  males  & 0%  of  females  can 
perform  task  as  described. 

f.  At  95%  confidence  level.  Issues  (%) 

20  - Skills  (60)  4C  - Strength  (77) 

4D  - Capable  (72)  50  - Leadership  (53),  toughness  (73) 


RECOMMENDATION:  That  MOS  12B  remain  closed  to  women  by  CEO  and  career 
progression. 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-l-b-27 


I 


EVALUATION  OF 
MOS  12C 

UR  I DOE  CREWMAN 


CURRENTLY:  OPEN  □ CLOSED  CD  RECOMMENDATION:  OPEN  | | CLOSED  m 


SOURCE  OF  MOS 
REQUIREMENTS 

DISCRIMINATING  FACTORS 

A_  B C D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

NO  GO 

NO  GO 

GO 

IB 

2.  CRITICAL 

TASK 

NO  GO 

JjjjJj 

181111 

NO  GO 

3.  PHYSICAL 
REQUIREMENTS 

GO 

IjP 

NO  GO 

4.  FIELD  SURVEY 
OPINIONS 

* 

NO  GO 

NO  GO 

5.  OTHER 

SOURCES 

NO  GO 

V 

N/A 

NO  GO 

DISCUSSION:  MOS  above  baseline. 
NO  GO  Rationale. 


a.  1A  - Ability  to  fight  as  infantry  in  combat  situations. 
Participate  in  theater  operations  . . . reorganizing  section  to  fight  as 
infantry. 

b.  2A  - Operate  as  a member  of  a fire  team  during  offensive 
operations.  Perform  assault  boat  river  crossing  duties. 

c.  5A  - Closed  by  DA  decision,  20  December  77. 

d.  IB  - MOS  CAPPER  Is  MOS  12Z  at  grade  E-8  (closed  MOS). 

e.  3C  - Nine  quantifiable  tasks  available  for  analysis;  5%,  5%,  10%, 
25%,  35%,  45%,  65%,  75%,  90%  of  female  population  capable  of  performing 
tasks. 

f.  With  90%  confidence,  skills  (%) 

4C  - strength  (77),  size  (59),  grip  (58),  endurance  (68),  arm  or 
leg  length  (49),  coordination  (47) 

2D  - skills  (59),  mechanical  ability  (48) 

4D  - Incapable  of  performing  job  (70) 

50  - toughness  (73),  stress  (66),  emotional  control  (55),  self- 
image  (62),  leadership  (53),  aggressiveness  (59) 

RECOMMENDATION:  That  MOS  12C  remain  closed  to  women  based  on  CED,  career 
progression,  physical  limitations  and  surveyed  attitudes. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A- 1-5-28 


I 


EVALUATION  OF 
MOS  12L 

AUH  SPECIAL 1ST 


CURRENTLY:  OPENQ  CLOSED  m 


RECOMMENDATION:  OPEN  Q CLOSEPm 


SOURCE  OF  MOS 
REQUIREMENTS 


COMBAT 

EXCLUSION 

DEFINITION 


DISCRIMinAI INC  FACTO" 

B C 

PHYSICAL 


CAREER 

PROGRESSION 


CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


DISCUSSION:  MOS  above  baseline. 

NO  GO  Rationale. 

a.  1A  - Ability  to  fight  as  Infantry  in  combat  situations. 

b.  SA  - Closed  by  DA  decision,  Dec  77. 

c.  IB  - MOS  CAPPER  is  12Z  at  grade  E-8  (closed  MOS). 

d.  3C  - 2 quantifiable  tasks  available  for  analysis,  35%  & iUU%  of 
female  population  capable  of  performing  tasks. 


RECOMMENDATION:  That  MOS  12E  remain  closed  to  women  based  on  CED,  career 
progression  and  physical  limitations 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-1-S-2K 


i 


EVALUATION  OF 
MOS  12Z 

COMBAT  ENGINEER  SENIOR  SERGEANT 


CURRENTLY:  OPEN  □ CLOSED  CD  RECOMMENDATION:  OPEN  | 1 CLOSED  PH 


B C 


SOURCE  OF  MOS 
REQUIREMENTS 

1. 

AR  611-iUl 

AR  611-112 

AR  611-2U1 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

;5. 

f v» 

OTHER 

SOURCES 

EXCLUSION 

DEFINITION 


NO  GO 


NO  GO 


GO 


CAREER 

PROGRESSION 


CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


GO 

|||||||P 

UNK 

UNK 

!§§§§!!!!§ 

UNK 

DISCUSSION:  MOS  above  baseline. 

NO  GO  Rationale. 

a.  1A  - Ability  to  fight  as  Infantry  In  combat  situations. 

b.  2A  - Supervision  of  engineer  troops  In  assault  operations. 

c.  5A  - Closed  by  DA  decision,  Dec  77. 

d.  IB  - MOS  Is  Capper  MOS  for  12B  (83%),  I2C  (13%)  & 12E  (4%);  all 
feeder  MOS  closed. 


RECOMMENDATION:  That  MOS  12Z  remain  closed  to  women  based  on  CED  and 
career  progression 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


! 


EVALUATION  OF 
MOS  13B 

CANNUN  CREWMAN 


\ 

\ 


I 

f 


CURRENTLY:  OPENQ  CLOSED  CD  RECOMMENDATION:  OPEhQ  CLOSED  fTl 


SOURCE  OF  MOS 
REQUIREMENTS 

UI SCRIM I NAT INC  Factors 

A B C D ; 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PRObRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-lUl 

1.  AR  611-112 

AR  611-2U1 

NO-GO 

bO 

bo 

2.  CRITICAL 

TASK 

NO-bO 

§§11 

NO-bO 

3.  PHYSICAL 
REQUIREMENTS 

NO-bO 

■Bp 

NO-bO 

Jill 

4.  FIELD  SURVEY 
OPINIONS 

fl!j|!fj 

111 

NO-bO 

NO-bO 

5.  OTHER 

SOURCES 

NO-bO 

N/A 

BiBl 

NO-bO 

DISCUSSION:  MOS  above  baseline. 
NO-bO  Rationale. 


a.  1A  - Emplaces,  lays,  tires  and  displaces  field  arltllery  cannons. 

b.  2A  - Cannoneers  or  assistant  gunners  concerned  with  emplacing 
loading,  laying  and  firing  FA  cannons. 

c.  3A  - Loan  artillery  pieces  In  preparation  for  tiring. 

d.  bA  - Closed  by  DA  decision,  2U  Dec  77. 

e.  3C  - Almost  no  females  able  to  load/unload  ammunition  carriers 
artillery  pieces.  Individual  must  lift  100  lbs  from  ground  up  bo  Inches, 
and  carry  for  2u  meters,  100  times  a day. 

f.  At  95%  confidence  level;  Issues  (%) 

4C  - strength  (69),  endurance  (59),  size  (50),  hand  grip  (52),  arm 
or  leg  length  (40) 

2D  - skills  (49) 

4D  - Incapable  of  performing  job  (62) 

5D  - toughness  (71),  stress  (58),  emotional  control  (57), 
aggressiveness  (46),  leadership  (44) 

RECOMMENDATION:  That  MOS  138  remain  closed  to  women  based  on  CED,  physical 
limitations  and  perceptions  from  the  field. 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible 


EVALUATION  OF 
MOS  13E 

CANNON  FIRE  DIRECTION  SPECIALIST 


CURRENTLY:  OPEN[^]  CLOSED  [T] 


RECOMMENDATION:  OPEN^  CLOSEDQ] 


SOURCE  OF  MOS 
REQUIREMENTS 

Discriminating  factors 

ABC  D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

HI 

2.  CRITICAL 

TASK 

GO 

§j§§§§fj 

GO 

3.  PHYSICAL 
REQUIREMENTS 

GO 

NO-GO 

Bill 

4.  FIELD  SURVEY 
OPINIONS 

Mil 

iBBi 

NO-GO 

NO-GO 

5.  OTHER 

SOURCES 

NO-GO 

N/A 

NO-GO 

DISCUSSION:  MOS  above  baseline. 

1.  NO-GO  Rationale. 

a.  5A  - Closed  by  decision,  20  Dec  77. 

b.  3C  - Only  50%  of  females  can  lift  a 210  lb  FADAC  to  a height  of  36 

In  or  carry  It  for  25  meters  In  2 person  teams  10  times  per  day. 

c.  With  90%  confidence.  Issues  (%) 

4C  - endurance  (49),  strength  (47) 

4D  - Incapable  of  performing  (43) 

5D  - toughness  (47),  self-image  (45),  stress  (45),  emotional 
control  (45),  leadership  (42). 

d.  Proponent  concurs. 

2.  CHALLENGES. 

a.  1A  - 13E  - Computes  firing  data  and  transmits  firing  commands. 

b.  2A  - Ob serve/ adjust  Indlrect/aerlal  fires;  serves  as  chart,  FADAC 

or  chronograph  operator. 

c.  3A  - Must  prepare  a FADAC  for  operation. 

d.  The  above  actions  are  part  of  the  effective  operation  of  cannon 
artillery  systems. 

RECOMMENDATION: 

1.  That  MOS  13E  remain  closed  based  on  CEO  challenge  and  physical 
limitation. 

2.  That  further  study  be  given  to  opening  MOS  when  TACFIRE/BCS  (replaces 
FADAC)  are  Introduced  Into  the  active  Inventory. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


O 


A-l-5-32 


K 


EVALUATION  OF 
HUS  UF 

FIRE  SUPPORT  SPECIALIST 


CURRENTLY:  OPEN  Q CLOSED  PH 


RECOMMENDATION:  OPEN  □ CLOSED  PH 


CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


SOURCE  OF  MOS  EXCLUSION  CAREER 

REQUIREMENTS  DEFINITION  PROGRESSION 


AR  611-101 
1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION:  MOS  above  baseline,  new  MOS. 

1.  NO-GO  Rationale.  5A  - Closed  by  DA  decision,  20  Dec  77. 

2.  Proponent  concurs. 

3.  TC  6-20-10,  the  doctrinal  basis  for  training.  Indicates  the 
preponderance  of  13F's  will  be  In  maneuver  companies  and  therefore,  closed 
units.  This  will  cause  a problem  under  career  progression.  The  fact  that 
the  13F  Is  the  basic  element  In  FO  parties,  13F  will  serve  as  a necessary 
part  for  effective  operation  of  cannon  artillery  by  virtue  of  his  calls  for 
fire  to  DS  units  (cannon  artillery).  This  MOS  Is  being  formed  from  MOS  11C 
and  13E  which  are  closed  to  females. 


RECOMMENDATION: 

1.  MOS  13F  be  closed  based  on  challenge  to  CED  and  current  career 
progression. 

2.  That  the  CED  be  written  to  Incorporate  those  Individuals  Involved  with 
calling  In,  or  the  placement  of,  destructive  fires  on  enemy  forces. 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


EVALUATION  Oh 
MOS  13W 

TAKOET  ACQUISITION  SENIOR  SERGEANT 


CURRENTLY:  OPEN  □ CLOSED  [O  RECOMMENDATION:  OPEN  ED  CLOSEU  □ 


SOURCE  OF  MOS 
REQUIREMENTS 

discriminating  FacTors 

A c D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-2U1 

GO 

GO 

GO 

2.  CRITICAL 

TASK 

GO 

jjfgjjj 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

GO 

jpljp 

GO 

mm 

4.  FIELD  SURVEY 
OPINIONS 

§§§§§§§§ 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

GO 

nnmm 

UNK 

DISCUSSION:  MOS  at  baseline. 


1.  Non-concurrence  by  1 Individual  because  the  13W  supervises  the  employ- 
ment of  devices  that  are  for  the  primary  purpose  of  detecting,  observing 
and  placing  fire  power  on  the  enemy.  These  devices  are  employed  on  the 
FEBA  as  well  as  other  places.  Target  acquisition  positions  are  an  Integral 
part  of  operating  the  artillery  weapons. 

2.  Proponent  non-concurs.  MOS  should  be  closed.  Feeder  MOS  are  closed. 

No  career  progression. 

3.  MOS  82C  Is  open.  93F  may  be  open  when  females  meet  physical  standards 
for  MOS  93F. 


RECOMMENDATION:  That  MOS  13W  be  open  to  women. 


A-l-5-34 


SOURCE  OF  MOS 
REQUIREMENTS 

1. 

AR  611-101 

AR  611-112 

AR  611-201 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

5. 

OTHER 

SOURCES 

EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


HYSICAL 
CAPABILITIES/ 
LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


DISCUSSION:  MOS  at  baseline. 

1.  NO-GO  Rationale.  With  82%  confidence,  issues  (%) 

4C  - endurance  (71),  strength  (65),  size  (51) 

2D  - skills  (60) 

4D  - Incapable  of  performing  job  (67) 

5D  - toughness  (70),  emotional  control  (66),  stress  (64),  self  Image  (56), 
leadership  (51),  aggressiveness  (49) 

2.  Challenge.  IB  - feeder  MOS  (13B,  E,  F,  15D,  E,  F,  J)  closed;  to  open 
13Y  Mould  be  tokenism. 


RECOMMENDATION:  That  MOS  13Y  be  closed  to  further  Input  by  virtue  of 
career  progression  until  such  time  as  a feeder  MOS  Is  open. 

IMPACT  ON  RESERVE  COMPONENT:  The  criterion  used  In  closing  this  MOS  are 
valid  In  the  RC  environment  only  If  15D  and  15F  remain  closed.  The  opening 
of  15D  or  15F  Mould  make  career  progression  possible  to  13Y. 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-101 
1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION:  MOS  at  baseline. 


RECOMMENDATION:  That  13Z  be  open  to  women. 


EVALUATION  OF 
MOS  150 

LANCE  MISSILE  CREWMAN 


CURRENTLY:  OPEN  □ CLOSED  DTI 


RECOMMENDATION:  OPEN  Q CLOSED  fX] 


SOURCE  OF  MOS 
REQUIREMENTS 

1. 

AR  611-101 

AR  611-112 

AR  611-201 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

5. 

OTHER 

SOURCES 

COMBAT 

EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


DISCUSSION:  MOS  above  baseline. 

1.  NO-GO  Rationale. 

a.  3C  - Only  35%  of  all  females  can  lift  a jack  weighing  75-lbs  to  a 
maxlmun  height  of  four  feet  as  performed  in  march  ordering  the  launcher 
zero  length.  Only  50%  of  females  can  remove/ repl ace  containers  covers  by 
lifting  a 600  1b.  container  cover  from  the  ground  to  a height  of  four  feet 
In  a 6-person  group.  The  same  % applies  to  carrying  the  cover  11  feet. 

Both  tasks  must  be  performed  8 times  a day.  Only  7u%  of  females  can  move  a 
tow  bar  weighing  500  lbs  a distance  of  five  feet  in  a 5-person  team  when 
preparing  the  mobility  kit  for  conversion. 

b.  With  88%  confidence:  Issues  (%) 

4C  - strength  (46).  endurance  (46),  size  (42) 

4D  - Incapable  of  performing  job  (45) 

50  - stress  (51),  toughness  (bo),  emotion  (50),  self-image  (47) 

RECOMMENDATION:  That  MOS  150  remain  closed  to  women  until  all  physical 
tasks  are  verlfled/valldated,  and  a system  to  screen  applicants  for  this 
MOS  is  Implemented. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


EVALUATION  OF 
MOS  lit 

PERSHING  MISSILE  CREWMAN 


CURRENTLY:  OPEN  □ CLOSED  HTl 


RECOMMENDATION:  OPEN  O CLOSED  fTl 


COMBAT 

SOURCE  OF  MOS  EXCLUSION  ICAREER 

REQUIREMENTS  DEFINITION  PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


AR  611-101 
1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION:  MOS  above  baseline. 

NO-GO  Rationale. 

a.  3C  - 501  of  females  can  lift  the  cover  weighing  a maximum  of  250 
lbs.  six  Inches  In  2 person  teams  or  carry  for  6 ft.  Only  651  of  females 
can  lift  two  clamp  rings,  each  weighing  100  lbs,  from  chest  to  shoulder 
height  and  carry  11  ft.  In  groups  of  four  when  removing  container  cover. 
Only  601  of  females.  In  two-person  teams,  can  lift  a cable  weighing  from 
50-230  lbs.  and  carry  it  a maximum  of  lo  meters  for  Individual  cable 

pi  acement. 

b.  With  751  confidence:  Issues  (1) 

4C  - strength  (63),  size  (51),  endurance  (50),  hand  grip  (47) 

4D  - Incapable  of  performing  (59) 

RECOMMENDATION:  That  MOS  15E  remain  closed  to  women  until  validation  of 
MOS  critical  tasks,  establishment  of  physical  standards  and  Implementation 
of  a system  to  measure  personnel  against  these  standards. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A- 1-5-38 


EVALUATION  OF 
MOS  15F 

HONEST  JOHN  CREWMAN 


CURRENTLY:  OPEN  □ CLOSED  PH 


RECOMMENDATION:  OPEN  □ CLOSED  HH 


SOURCE  OF  MOS 
REQUIREMENTS 


A 


TTISCKIHINAIIMG  FACTORS 

B C 


EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUOES/ 

PERCEPTIONS 


DISCUSSION:  MOS  at  baseline. 


NO-GO  Rationale.  IB  - 15F  feeds  15D  (closed  at  E-7).  When  15D  Is  opened 
on  a selective  basis,  15F  can  be  opened. 


RECOMMENDATION:  That  MOS  15F  renal n closed  to  mo men  based  on  career 
progression  until  such  tine  that  ISO  Is  opened. 

IMPACT  ON  RESERVE  COMPONENT:  Career  progression  should  not  be  a constraint 
to  closing  this  MOS  In  the  RC,  because  advancing  beyond  E6  Is  not  a 
requlranent  for  a viable  career.  This  MOS  should  be  open  In  the  RC. 


t 


i 


r 

I 


EVALUATION  OF 
MOS  lbJ 

LANCE  OPNS/FIRE  DIRECTION  SPECIALIST 


CURRENTLY:  OPEN  □ CLOSED  (X]  RECOMMENDATION:  OPEN  □ CLOSED  PH 


SOURCE  OF  MOS 
REQUIREMENTS 

U15UUM1NAI1NG  FAIIUKS 

ABC  D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-lUl 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

|li 

2.  CRITICAL 

TASK 

GO 

§§111 

BIBB 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

GO 

JBlip 

NO-GO 

IRIK 

4.  FIELD  SURVEY 
OPINIONS 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

UNK 

UNK 

DISCUSSION:  MOS  above  baseline. 


1.  NO-GO  Rationale.  3C  - 50%  of  females  can  lift  a 210  1b.  FADAC  to  a 
height  of  36  In.  or  carry  It  for  25  meters  In  2-person  teams,  10  times  per 
day. 

2.  Proponent  concurs. 


RECOMMENDATION:  That  MOS  15J  remain  closed  to  women  by  virtue  of  the 
physical  limitations  until  proponent  for  MOS,  regulations  and  TRADOC,  In  a 
coordinated  effort,  validate  MOS  critical  tasks,  establish  physical 
standards  based  on  the  critical  tasks  and  implement  a system  which 
Incorporates  these  standards  In  enlistment  procedures. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-l-5-40 


i 


EVALUATION  OF 
MOS  16B 

HERCULES  MISSILE  CREWMAN 


CURRENTLY:  OPEN  co  CLOSED  □ 


RECOMMENDATION:  OPEN  □ CLOSED  Qj 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  61 1-101 
1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION:  MOS  at  baseline. 


C 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


1.  NO  GO  Rationale.  With  79%  confidence,  Issues  (%) 

4C  - strength  (57),  endurance  (52),  size  (51),  handgrip  (43) 

4D  - Incapable  of  performing  job  ( 49) 

5D  i toughness  (70),  stress  (58),  self-image  (57),  emotion  (52), 
leadership  (46) 

2.  Challenge.  EWITA  challenges  baseline  status.  Research  Indicates  that 
3 people  must  unload/load  data  cable  assemblies  on  reels  weighing  243  lbs. 
51  of  females  can  do  this. 

3.  See  objective  4,  Housing,  regarding  ADA  Isolated  sites. 


RECOMMENDATION:  That  MOS  168  be  closed  to  further  Input  of  women  until 
physical  standards  for  MOS  16B  are  Incorporated  In  the  enlistment  process. 

|lMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-l-5-41 


EVALUATION  OF 
MOS  16C 

HERCULES  FIRE  CONTROL  CREWMAN 


! 


CURRENTLY:  OPEN  □ CLOSED  CO 


RECOMMENDATION:  OPEN  I I CLOSED  l~X~l 


SOURCE  OF  MOS 
REQUIREMENTS 

DiscinmmnTOTMTOKS 

ABC  D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-1U1 

1.  AR  611-112 

AR  611-2U1 

GO 

GO 

GO 

2.  CRITICAL 

TASK 

GO 

j§i§ji 

111 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

jiiil 

GO 

ills 

4.  FIELD  SURVEY 
OPINIONS 

Bill 

llllll 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

GO 

l_ 

UNK 

DISCUSSION:  MOS  at  baseline. 


1.  Challenge.  3C  - EWITA  challenges  baseline  status.  Research  Indicates 
that  almost  no  females  and  only  65%  males  can  pick  up  and  load/unload  a 
7601b.  Hercules  Klystrom  Tube  and  container  from  a 2 1/2-ton  truck  In  a 6- 
person  team;  the  same  % applies  to  a 4-person  team  loading/unloading  a 
5001b  Hercules  Low  Power  Acquisition  Radar  Drive  assembly  to/ from  a 2 1/2 
ton  truck. 


2.  Proponent  concurs. 

3.  See  objective  4,  Housing,  considering  ADA  Isolated  sites. 


RECOMMENDATION:  That  MOS  16C  remain  closed  to  further  input  of  women  until 
physical  standards  are  Incorporated  In  the  enlistment  process. 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-l-5-42 
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EVALUATION  OF 
MOS  16D 

HAWK  MISSILE  CREWMAN 


CURRENTLY:  OPEN  □ CLOSED  [T]  RECOMMENDATION:  OPEN  Q CLOSED  [T] 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-101 

1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION:  MOS  at  baseline. 

1.  NO  GO  Rationale.  6D  - with  94%  confidence,  self-image  (44),  toughness 
(43),  stress  (43),  emotional  control  (41) 

2.  Challenge.  3C  - EWITA  challenges  baseline  status.  Research  indicates 
almost  no  women,  in  a 2-person  team,  can  pick  up  a 204  lb.  missile,  loader 
loading  ramp  and  load/unload  from  a 2 1/2- ton  truck. 

3.  See  objective  4,  Housing,  considering  ADA  isolated  sites. 


UISCK1M1NAI I MU  I-AC1UHS 
B C 
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COMBAT 

EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


RECOMMENDATION:  That  MOS  160  remain  closed  to  further  Input  of  women  until 
ptyslcal  standards  are  Incorporated  In  the  enlistment  process. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-l-5-43 


EVALUATION  OF 
MOS  IbE 

HAWK  FIRE  CONTROL  CREWMAN 


CURRENTLY:  OPEnQ  CLOSED  [T]  RECOMMENDATION:  OPEN  □ CLOSED  HD 


SOURCE  OF  MOS 
REQUIREMENTS 

DISCRIMINATING  FACTORS 

A B C _D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

2.  CRITICAL 

TASK 

GO 

RBI 

1111111 

NO  GO 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

mm 

GO 

4.  FIELD  SURVEY 
OPINIONS 

|§|§l§ll 

NO  GO 

NO  GO 

5.  OTHER 

SOURCES 

GO 

GO 

tin 

NO  GO 

DISCUSSION:  MOS  at  baseline. 


1.  NO  GO  Rationale.  With  89%  confidence.  Issues  (%) 

4C  - strength  (47),  endurance  (51),  size  (41) 

2D  - skills  (44) 

4D  - Incapable  of  performing  job  (48) 

50  - toughness  (52),  stress  (48),  self-image  (45),  emotional  control 

(49) 

2.  Challenge.  3C  - EWITA  challenges  baseline  status.  Research  indicates 
almost  no  women.  In  a 3-person  team,  can  dismantle  or  assemble  the  pulse 
acquisition  radar  antenna.  Section  A,  in  Its  carrying  case,  weighs  275 
lbs.  It  must  be  loaded  onto  or  unloaded  from  a 2 1/2-ton  truck. 

3.  See  objective  4,  Housing,  considering  ADA  Isolated  sites. 


RECOMMENDATION:  That  MOS  16E  remain  closed  to  further  Input  of  woeien  until 
physical  standards  for  MOS  16E  are  Incorporated  In  the  enlistment  process. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-l-5-44 
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L VALUATION  UK 
MUS  lfaF 

LIGHT  AIR  DEFENSE  ARTILLERY  CREWMAN 


CURRENTLY:  OPEN  □ CLOSEO  (T^  RECOMMENDATION:  OPEN  □ CLOSED  QJ 

1 DISCRIMINATING  FACTOR 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-lUl 
1.  AR  611-112 
AR  611-2U1 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION:  MOS  at  baseline. 

a.  1A  - loads  ammunition  and  fires  automatic  weapons  In  light  ADA 
automatic  weapons  unit  (a  line-of-sight  weapon). 

b.  2A  - lay  automatic  weapons  fire  on  aerial  and  surface  targets. 

c.  3A  - ammunition  loading  required  on  a tracked  4umm  weapon. 

2.  CHALLENGE.  3C  - EWITA  research  Indicates  a person  must  place  clips  ot 
ammunition  into  a self-propelled,  tracked  40mm  weapon.  Individual  must 
pick  up  21  1b.  clip  at  foot  level  and  places  It  Into  the  weapon  at  chest 
height.  Repeat  every  5-7  seconds  up  to  5u  times  non-stop.  7u%  of  females 
can  do  this.  EWITA  challenges  baseline  status. 


RECOMMENDATION:  That  MOS  16F  remain  closed  to  women  based  on  CED  and 
physical  limitations. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 
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A-l-5 


I 


EVALUATION  OF 
MOS  16P 

ADA  SHORT  RANGE  MISSILE  CREWMAN 


CURRENTLY:  OPEN 


| 1 CLOSED  PH 


RECOMMENDATION:  OPEN  I I CLOSED  ITI 


SOURCE  OF  MOS 
REQUIREMENTS 

U 1 bLRIHl NA  TING  FACTORS 

ABC  D 

LUMBAI 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

NO-GO 

NO-GO 

GO 

1111 

2.  CRITICAL 

TASK 

NO-GO 

j§§j§§§ 

NO-GO 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

mm 

GO 

iiiiiiiii 

4.  FIELD  SURVEY 
OPINIONS 

iilll !§ 

NO-GO 

NO-GO 

5.  OTHER 

SOURCES 

NO-GO 

N/A 

bibi 

NO-GO 

DISCUSSION:  MOS  at  baseline. 

1.  NO  GO  Rationale. 

a.  1A  - AR  611-2U1  has  preparation  and  loading  duties  Involving 
Chapparal  and/or  Redeye  missile  (a  1 Ine-of-slght  weapon). 

b.  2A  - Engages  hostile  aircraft  with  Chaparral  and/or  Redeye  missile. 

c.  bA  > Closed  by  OA  decision,  20  Dec  77. 

d.  IB  - The  MOS  16P3U  (E-6)  feeds  Into  16R4U  (E-7),  which  Is  a closed 

|MOS. 

e.  With  921  confidence:  Issues  (1) 

4C  - strength  (57),  endurance  (54),  size  (46) 

40  - Incapable  of  performing  job  (54) 

2D  - skills  (44) 

5D  - toughness  (62),  stress  (56),  self-image  (55),  emotional  control 
(50),  leadership  (45) 

2.  Proponent  concurs. 

IECOMMENDATION:  That  MOS  16P  remain  closed  to  women  based  on  CEO,  career 
>rogress1on,  and  the  attitude  of  surveyed  respondents. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


TOT 


C 


( 


EVALUATION  OF 
MOS  16R 

AUA  SHORT  KANOE  GUNNERY  CREWMAN 


CURRENTLY:  OPENQ  CLOSED  PH 


RECOMMENDATION:  OPENQ  CLOSEdDD 


SOURCE  OF  MOS 
REQUIREMENTS 

1. 

AR  611-101 

AR  611-112 

AR  611-201 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

5. 

OTHER 

SOURCES 

EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


GO 

jj§§§§j 

NO-GO 

NO-GO 

11118 

NO-GO 

DISCUSSION:  MOS  at  baseline. 

1.  NO-GO  Rationale. 

a.  1A  - Performs  duties  Involving  ammunition  loading  operations, 

firing  engagements,  handling,  storage,  and  preparation  of  ammunition,  and 
firing  stoppage  procedures.  y 

b.  2A  - Will  engage  aerial  and  ground  targets  with  the  self  propelled 
Vulcan  system. 

c.  3A  - Carry  and  load  ammunition  Into  the  Vulcan  system. 

d.  5A  - Closed  by  DA  decision,  20  December  1977. 

e.  With  bb%  confidence:  Issues  (%) 

AC  - strength  (5l),  endurance  (46) 

4D  - incapable  (53) 

2D  - skills  (52),  mechanical  abilities  (42) 

SD  - self-image  (59),  stress  (57),  toughness  (52),  emotion  (52), 
leadership  (5u) 

2.  CHALLENGES.  3C  - The  EWITA  team  challenges  baseline  status.  Research 
shows  5u%  of  females.  In  2-person  team,  can  unload/load  a 121  lb.  generator 
from  a 2 1/2  ton  truck  as  required  of  MOS. 

RECOMMENDATION:  That  MOS  16R  remain  closed  to  women  based  on  CED,  physical 
limitations  and  attitudes  of  surveyed  respondents. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


EVALUATION  UF 
MOS  17b 

FIELD  ARTILLERY  RADAR  CREWMAN 


CURRENTLY:  OPEN  [T]  CLOSED  I I 


RECOMMENDATION:  OPEN  □ CLOSED  ITl 


COMBAT 

EXCLUSION 

DEFINITION 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-101 
1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION:  MOS  above  baseline. 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


1.  NO-GO  Rationale.  3C  - 351  of  females  can  lift  and  carry  tbe  175  lb. 
shelter  and  case  for  AN/MPQ-4  for  a distance  of  25  Meters. 

2.  Challenge.  1A  - The  17B  Must  be  considered  a part  of  the  operation  of 
weapons  system  due  to  his  part  In  locating  enemy  moving  targets  and  firing 
weapons  In  order  to  bring  friendly  fires  on  them  by  adjustment  of  Indirect 
fire.  His  normal  position  on  the  battlefield  Is  on  or  very  near  the  FEBA. 


RECOMMENDATION: 

1.  MOS  17B  be  closed  to 
limitations. 


by  virtue  of  CEO  challenge  and  physical 


2.  That  a phrase  Incorporating  such  functions  as  that  of  17B  be  Included 
In  CEO. 

IMPACT  ON  RESERVE  COMPONENT:  Career  progression  should  not  be  a constraint 
to  opening  this  SSI  within  the  Reserve  Component.  Otherwise, 
recommendation  compatible. 


EVALUATION  OF 
MOS  17C 

FIELD  ARTILLERY  TARGET  ACQUISITION  SPECIALIST 


CURRENTLY:  OPEN  [X]  CLOSED  | 1 RECOMMENDATION:  OPEN  | 1 CLOSED 


SOURCE  OF  MOS 
REQUIREMENTS 

DTSCRTMINATTNG  FACTORS 

ABC  D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

11118 

2.  CRITICAL 

TASK 

GO 

§§§§§§! 

ms §§§§ 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

GO 

jJjjlj 

§§§§§§ 

4.  FIELD  SURVEY 
OPINIONS 

IIBBI 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

N/A 

UNK 

DISCUSSION:  MOS  above  baseline. 


1.  NO-GO  Rationale.  3C  - Virtually  no  females  can  lift  a 72  lb  flash 
ranging  set  to  a height  of  2 meters,  while  40%  of  females  can  carry  the  set 
30  meters.  These  tasks  are  performed  six  times  per  day.  Only  50%  of 
females  can  lift  a 210  1b  FADAC  to  a height  of  36  In  or  carry  It  for  25 
meters  In  2-person  teams  10  times  per  day. 

2.  Challenges.  1A  - While  not  a crew  member,  as  defined  by  TOE  and  field 
manuals,  of  an  artillery  weapon,  the  function  served  by  a 17C  Is  comparable 
to  that  of  a forward  observer.  A 17C  determines  locations  of  enetyy  forces 
and  causes  casualty  Inflicting  responses  because  of  this  function.  The  17C 
Is  an  Integral  part  of  that  successive  chain  of  events  that  results  In  the 
destruction  of  enemy  forces  by  artillery  fire. 

3.  While  the  flash  ranging  set  Is  to  be  moved  six  times  per  day,  the  FADAC 
Is  to  be  set-up  10  times  per  day.  These  needs  to  be  consistent. 

4.  Proponent  agency  (USAFAS)  concurs. 

RECOMMENDATION: 

1.  That  MOS  17C  be  closed  to  women  based  bn  CED  challenge  andphyslcal 
reasons. 

2.  That  critical  tasks  be  validated,  standards  established  and  a system 
for  verifying  capabilities  Implemented  In  the  enlistment  effort. 

3.  That  the  tasks  of  13E  as  pertains  to  17C  be  re-examined  as  regards 
number  of  times  per  day. 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible 
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EVALUATION  OF 
MOS  17K 

GROUND  SURVEILLANCE  RADAR  OPERATOR 


CURRENTLY:  OPENQ]  CLOSED  □ RECOMMENDATION:  OPENQ  CLOSEDQ] 


SOURCE  OF  MOS 
REQUIREMENTS 

UISIKIMINA! ING  FACTORS 

ABC  D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL  . 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-1U1 

1.  AR  611-112 

AR  611-2U1 

GO 

GO 

GO 

(jjjjj 

2.  CRITICAL 

TASK 

NO-GO 

JJIJjJ 

GO 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

mm 

NO-GO 

4.  FIELD  SURVEY 
OPINIONS 

— 

Mm 

NO-GO 

NO-GO 

5.  OTHER 

SOURCES 

NO-GO 

N/A 

llllli 

NO-GO 

DISCUSSION:  MOS  above  baseline. 


1.  NO-GO  Rationale. 

a.  2A  - Coordinate  employment  of  radar  team  firepower  with  tactical 
unit  to  Integrate  fires  Into  unit  fire  plans;  requests  and  adjusts  Indirect 
fires  using  bracketing  method. 

b.  5A  - closed  by  DA  decision,  20  Dec  77. 

c.  3C  - lot  females.  In  3-person  team,  can  carry  247  lbs.  50  meters 
and  lift  to  height  of  48  Inches. 

d.  With  881  confidence.  Issues  (1) 

4C  - strength  (54),  endurance  (50) 

4D  - Incapable  of  performing  job  (48) 

5D  - stress  (63),  toughness  (57),  self-image  (51) 

2.  CHALLENGE. 

a.  3C  - 247  lbs.  Is  carrying  case  and  all  components.  User,  TC's  and 
TM's  Indicate  radar  carried  backpack  mode  (47  lbs.);  case  not  used 
tactically. 

b.  Radar  used  to  detect  targets  on  or  forward  of  FEBA.  When  fires 
placed  on  target,  operator  participates  In  effective  operation  of  weapons 
systems. 

RECOMMENDATION: 

1.  That  MOS  17K  be  closed  to  women  based  on  CEO. 

2.  That  AR  611-2U1  be  revised  to  clarify  role  of  17K  In  direct  combat. 

IMPACT  ON  RESERVE  COMPONENT:  a »rn— 
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EVALUATION  OF 
MOS  17M 

UNATTENUtU  (.ROUND  SENSOR  OPERATOR 


CURRENTLY:  OPEN  [T]  CLOSED  I I RECOMMENDATION:  OPEN  □ CLOSED  GD 


SOURCE  OF  MOS 
REQUIREMENTS 

DISCRIMINATING  FACTORS 

A B C D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  bll-lUl 

1.  AR  bl 1-1 12 

AR  bll-2Ul 

GO 

NO  GO 

GO 

H 

2.  CRITICAL 

TASK 

GO 

iillll 

iBBl 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

mm 

NO  GO 

4.  FIELD  SURVEY 
OPINIONS 

jjjjjjjj 

UNK 

UNK 

S.  OTHER 

SOURCES 

NO  GO 

N/A 

n§§§n§n 

UNK 

DISCUSSION:  MOS  above  baseline. 


1.  NO  GO  Rationale. 

a.  5A  - closed  by  DA  decision,  2u  Dec  77. 

b.  IB  - 17M  feeds  17K  (closed  at  E-7  level). 

c.  3C  - but  of  females  can  backpack  sensors  to  area  of  employment  in 
time  al lowed. 

* 

2.  Challenge.  \ 

a.  1A  - Sensors  used  to  detect  targets  on  or  forward  of  FEBA. 

b.  2A  - UGS  Team  monitors  signals  in  battalion  TOC  or  forward  company 
CP.  Maneuver  unit  commander  decides  to  employ  firepower  when  convinced 
sensor  activated  by  enemy.  17M  becomes  a participant  in  effective 
operation  of  major  weapon  systems,  although  less  directly  than  the  17K. 

RECOMMENDATION: 

1.  That  MOS  17M  be  closed  to  women  based  on  career  progression. 

2.  That  AR  611-201  be  revised  to  state  more  clearly  the  role  of  the 
unattended  ground  sensor  In  relation  to  employment  of  weapons  systems. 

IMPACT  ON  RESERVE  COMPONENT:  Career  progression  should  not  be  a 
constraint  to  closing  this  MOS  In  the  RC  because  advancing  beyond  Eb  Is  not 
a requirement  for  a viable  career.  This  MOS  should  be  open  In  the  RC. 


A- 1-5- 51 


EVALUATION  OF 
MOS  21U 

PERSHING  ELECTRONICS  MATERIAL  SPECIALIST 


CURRENTLY:  OPEN  (T]  CLOSED  □ RECOMMENDATION:  OPEN  □ CLOSED  (TJ 

UlblKlMlNA-im-hAllURS 

A B C D 


SOURCE  OF  MOS 
REQUIREMENTS 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

physical 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

2.  CRITICAL 

TASK 

GO 

IjjilJ 

MUM 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

GO 

NO-GO 

4.  FIELD  SURVEY 
OPINIONS 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

UNK 

1111111 

UNK 

DISCUSSION:  MOS  above  baseline. 


1.  NO-GO  Rationale.  3C  - 5%  females  can  lift  the  Case  Moslte  Test  Set 
weighing  101  lbs  In  2-person  teams  from  the  ground  to  shoulder  height.  251 
females  can  lift  and  carry  CMT's  a distance  of  25  meters.  351  females  can 
lift  and  hold  the  clamp  release  mechanism  (75  lbs)  at  chest  level  while 
stooped  under  the  erector  launcher  frame,  5 times  per  d«y. 

2.  21G  must  perform  tasks  of  15E,  which  Is  closed  due  to  physical  tasks. 

3.  Female  content:  1 E-5  (0.41) 


RECOMMENDATION:  That  MOS  21G  be  closed  to  further  Input  of  women  until  the 
physical  standards  for  MOS  21G  are  Incorporated  In  the  enlistment  process. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


EVALUATION  OF 
MOS  24M 

CHAPPARAL  SYSTEM  MECHANIC 


CURRENTLY:  OPEN  [T]  CLOSED  □ 


RECOMMENDATION:  OPEN  □ CLOSED  fTl 


OMBAT 

EXCLUSION 

DEFINITION 


GO 


NO-GO 


N/A 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


AR  611-101 

1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


6.  OTHER 
SOURCES 


DISCUSSION:  MOS  Is  at  baseline. 


GO 

!§§§§!| 

UNK 

UNK 

111111 

UNK 

NO  GO  Rationale.  5B  - As  a result  of  objective  3 analysis,  there  are  no 
positions  remaining  for  women  after  decrementing  for  men  In  closed  units. 


RECOMtCNDATION:  That  MOS  24M  be  closed  to  women  based  on  career 
progression. 


A- 1-5-53 


EVALUATION  OF 
MOS  Z4N 

CHAPPARAL  SYSTEM  MECHANIC 


CURRENTLY:  OPENQ]  CLOSED  | 1 


RECOMMENDATION:  OPENED  CLOSEDQ] 


SOURCE  OF  MOS 
REQUIREMENTS 

1. 

AR  611-101 

AR  611-112 

AR  611-2U1 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

5. 

OTHER 

SOURCES 

EXCLUSION 

DEFINITION 


GO 


NO-GO 


N/A 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


NO-GO 


GO 

§J§Jj§ 

UNK 

UNK 

J§§fffjfJ 

UNK 

EVALUATION  OF 
NOS  31M 

MULTICHANNEL  COMMUNICATION  OPERATOR 


CURRENTLY:  OPENQT]  CLOSED  | | RECOMMENDATION:  OPEN  Q CLOSED m 


UISLR1M1NAI INIi  l-AUUKS 

A B C D 


SOURCE  OF  MOS 
REQUIREMENTS 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

JH| 

2.  CRITICAL 

TASK 

GO 

JjJ||J§ 

NO-GO 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

MMf 

NO-GO 

4.  FIELD  SURVEY 
OPINIONS 

fjjjjjjj 

NO-GO 

NO-GO 

5.  OTHER 

SOURCES 

GO 

GO 

NO-GO 

DISCUSSION:  MOS  above  baseline. 


1.  NO-GO  Rationale. 

a.  3C  - 25%  of  females  can  Install  multlplexe  TD  353U. 

b.  With  90%  confidence,  issues  (%) 

4C  - endurance  (58),  strength  (55),  size  (50) 

2D  - mechanical  ability  (44) 

4D  - incapable  of  performing  job  (51) 

5D  - toughness  (62),  stress  (60),  emotional  control  (57),  self Image 
(52),  leadership  (50),  aggressiveness  (46) 

2.  CHALLENGE.  US  Army  Signal  School  Initial  task  list  and  declared  all  of 
their  MOS  at  baseline.  EWITA  opinion  Is  that  Interviews  of  senior  leaders, 
junior  leaders  and  strong  response  of  questionnaire  Indicate  women  are 
experiencing  significant  difficulties  In  physical  requirements  (See  page 
A-l-5-59. 


RECOMMENDATION: 

1.  That  MOS  31M  be  closed  to  further  Input  of  women  until  OA  physical 
requlrements/capabllltles  study  Is  completed,  and  the  potential  of 
Individuals  to  meet  the  physical  requirements  of  the  MOS  can  be  determined. 

2.  That  AR  611-201  be  reviewed/ revised  to  clarify  requirements  of  MOS  31M. 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


SSI /MOS  31M/3bC 


CONCUR 

NONCONCUR 


STATEMENT: 


1.  Reference  letter,  ATSN-TD-IT-OP,  5 Oec  77,  subject: 
MOS/SgT  Physical  Training  (PT)  Program. 


Tasks  for 


2.  Paragraph  4,  referenced  letter,  states,  “it  has  been  determined 

n2J1?n?1  "0S  re^lr«  physical  task  above  the  baseline  level." 
This  official  US  Army  Signal  School  position  is  based  on  a 
reevaluation  of  the  critical  tasks  of  the  31M  and  36C  MOS's  since 
these  are  no  tasks  too  difficult  for  any  soldier  to  perform  provided 
he  or  she  has  successfully  passed  the  baseline  physical  training  test. 


3.  It  must  further  be  realized  that  the  data  provided  through  the  US 
Army  Infantry  School  to  the  Evaluation  of  Women  in  the  Army  Study 
group  (EWITA)  is  not  current  data.  The  request  for  the  data  did  not 
fP^ify  equipment  disassembled  to  its  lighest  form.  For  example,  the 
SB-86/P  weighs  180  pounds  total;  however,  the  heaviest  component 
weighs  65  pounds  which  makes  it  transportable  by  a team  effort. 
Likewise,  the  transmitter  T-893,  removed  from  its  assembledge  weighs 
50  pounds  and  the  power  pack  weighs  59  pounds  which  also  is 
transportable  by  a team  effort.  The  third  task  should  be  deleted 
altogether  since  the  multiplexer  TD-353/U  is  being  deleted  from  the 
Inventory. 


4.  Again,  it  is  the  opinion  of  the  US  Army  Signal  School  that  any 
strenuous  tasks  encountered  by  any  signal  MOS  can  be  accomplished  by  a 
team  effort  regardless  of  the  composition  of  the  team. 


Comment  for  Signal  School: 

The  Signal  School's  position,  as  stated  in  b Dec  77  letter  to  the 
Infantry  Center  on  the  subject,  "baseline  PT  Progran",  is  that  no  task 
associated  with  any  signal  MOS  requires  physical  capability  above 
those  required  in  the  baseline  PT  program.  The  official  position 
remains  that  there  are  no  signal  MOS  that  cannot  be  performed  by 
female  soldiers.  This  position  Is  based  on  personal  command 
experience  at  the  Signal  Croup  and  Battalion,  inducing  Division 
Signal  Battalion  level  by  the  CU  and  other  directors  at  the  US  Army 
Signal  Center  and  Fort  Gordon  and  experience  gained  as  the  proponent 
for  conducting  signal  MOS  training. 


/S/MAJOR  EARL  L.  TINGLE,  SigC 


L VALUATION  UK 
MUS  36C 

TELEPHONE  INSTALLER  AND  LINEMAN 


CURRENTLY:  OPEN  [T]  CLOSED  | 1 


RECOMMENDATION:  OPEN  □ CLOSED  [T] 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-101 
1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION:  MOS  above  baseline. 

1.  NO-bO  Rationale. 

a.  3C  - 5%  of  women  can  install  a manual  telephone  switchboard, 

SB-86P . 

b.  With  94%  confidence.  Issues  (1) 

4C  - strength  (75),  size  (64),  grip  (56),  coordination  (56), 
arm/leg  strength  (46),  endurance  (74). 

20  - skills  (58),  mechanical  ability  (57) 

4D  - capable  of  performing  job  (73) 

5D  - stress  (74) 

2.  CHALLENGE. 

a.  US  Army  Signal  School  challenged  Initial  task  list,  and  stated  that 
all  their  MOS's  are  at  baseline  (See  page  A-l-5-59). 

b.  From  Interviews  with  senior  and  junior  leaders  and  responses  from 
the  susrvey  questionnaire.  It  Is  EWITA’s  position  that  women  are 
experiencing  significant  problems  In  the  physical  area.  Accession  should 
be  on  a selective  basis. 

i3.  Female  content.  295  (51) 

RECOMMENDATION:  That  MOS  36C  be  closed  to  further  Input  of  women  until  the 
DA  physical  requirements/capabllltles  study  Is  completed,  and  the  potential 
of  Individuals  to  meet  the  physical  requirements  of  the  MOS  can  be 
determined. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-l-5-57 


EVALUATION  Of 
MOS  45K 

TANK  TURRET  REPAIRMAN 


CURRENTLY:  OPENQ]  CLOSED  I I 


RECOMMENDATION:  OPEN  CD  CLOSEPl  I 
JISCRIMINATING  FACTORS  I 


SOURCE  OF  MOS 
REQUIREMENTS 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

2.  CRITICAL 

TASK 

GO 

3.  PHYSICAL 
REQUIREMENTS 

N/A 

§§§§§§§§ 

GO 

4.  FIELD  SURVEY 
OPINIONS 

NO-GO 

5.  OTHER 

SOURCES 

GO 

n§ §§§§§§§ 

ATTITUDES/ 

PERCEPTIONS 


NO-GO 


NO-GO 

NO-GO 


DISCUSSION:  MOS  above  baseline. 
1.  NO-GO  Rationale. 


a.  4C  - Perceptions  of  MOS  Incumbents  surveyed  show  strength,  size, 
endurance  and  grip  to  be  deterrents  at  83%  confidence  level. 

b.  2D  - Survey  shows  that  skill  and  mechanical  ability  to  be 
deterrents,  at  83%  confidence  level. 

c.  40  - Survey  results  Indicate  that  women  are  not  capable  of  perform- 
ing the  job,  at  83%  confidence  level. 

d.  50  - Survey  results  show  toughness,  stress,  self-image,  and 
emotional  control  to  be  additional  problems,  at  83%  confidence  level. 


2.  NO-GO  Challenge. 


The  attitudes  of  the  survey  sample  on  physical  capabilities  Is  not 
supported  by  the  analysis  of  physical  tasks  by  the  physical 
requl rements/capabl 1 1 ties  panel . 


RECOMMENDATION:  That  MOS  45K  remain  open  to  women. 


A-l-5-58 


EVALUATION  OF 
MOS  4bN 

TANK  TUKRET  MECHANIC 


CURRENTLY:  OPEN[T]  CLOSED  □ RECOMMENDATION:  OPEnQ  CLOSEdCD 


DISCRIMINATING.  PaCTors 

A B C a 


SOURCE  OF  MOS 
REQUIREMENTS 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  bll-lUl 

1.  AR  611-112 

AR  6U-2U1 

GO 

GO 

GO 

j§j§ 

2.  CRITICAL 

TASK 

GO 

JjjJjJj 

||jj§§Jj§j 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

bO 

§§§§§§| 

GO 

JJ|||| 

4.  FIELD  SURVEY 
OPINIONS 

ifilliliiP 

jljjjjj 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

NO  GO 

WMmk 

UNK 

DISCUSSION:  MOS  above  baseline. 


NO  GO  Rationale.  SB  - No  positions  available  to  women  based  on  objective  3 
analysis. 


RECOMMENDATION:  That  MOS  4SN  be  closed  to  women  based  on  career 
progression. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-l-5-59 


EVALUATION  UK 
MOS  4bR 

MISSILE  TANK  TURRET  MECHANIC 


CURRENTLY:  OPEN  pC~)  CLOSED  j ) 


RECOMMENDATION:  OPEN  j | CLOSED  HTI 


U 1 SCU1M1 NATTNG  FACTOR 

B C 


SOURCE  OF  MOS 
REQUIREMENTS 


COMBAT 

EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


1. 


AR  611-lUl 
AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 

3.  PHYSICAL 
REQUIREMENTS 

4.  FIELD  SURVEY  ^ 

OPINIONS 

5.  OTHER 
SOURCES 

DISCUSSION:  MOS  Above  Baseline. 

NO  GO  Rationale.  5B  - No  positions  available  to  women  based  on  objective  3 
analysis. 


RECOMICNDATION:  That  MOS  45R  be  closed  to  women  based  on  career 
progression. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


t VALUATION  OF 
blA 

CONST*  UTIL  WORKER 


CURRENTLY:  OPEN[T]  CLOSED  I I 


RECOMMENDATION:  OPEN  □ CLOSED  fT] 


* 


SOURCE  OF  MOS 
REQUIREMENTS 

AR  611-101 
1.  AR  611-112 
AR  611-201 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION:  MOS  at  baseline. 


" discriminating  Favors 

A B C 

COMBAT  PHYSICAL 

EXCLUSION  CAREER  CAPABILITY: 

DEFINITION  PROGRESSION  LIMITATIONS 


PHYSICAL 
CAPABILITIES/  ATTITUDES/ 

LIMITATIONS  PERCEPTIONS 


NO  GO  Rationale,  SB  - No  positions  available  to  women  based  on  objective  3 
analysis. 


uy  T > . 


3'  • 


RECOMMENDATION:  That  MOS  51A  be  closed  to  women  basea  on  career 
progression. 


A-l-6 


EVALUATION  OF 
MOS  bib 
CARPENTER 


CURRENTLY:  OPEN  [T]  CLOSED  I I RECOMMENDATION:  OPEN  □ CLOSED  [TJ 


SOURCE  OF  MOS 
REQUIREMENTS 

UTSCKIH  niATING"  F ACTORS 

ABC  D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

NO  GO 

GO 

iMll 

2.  CRITICAL 

TASK 

NO  GO 

§|j||§ 

{§JjJ§§§| 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

GO 

jijjj p 

NO  GO 

§§jl 

4.  FIELD  SURVEY 
OPINIONS 

iiilii 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

N/A 

llllli 

UNK 

DISCUSSION:  MOS  above  baseline. 


1.  NO  GO  Rationale. 

a.  2A  - Perform  as  a member  of  a combat  engineer  squad  In  the  assault 
of  a fortified  position. 

b.  IB  - Progresses  to  MOS  51H  (closed  at  E-6). 

c.  3C  - Nine  quantifiable  tasks  available  for  analysis:  U%,  5%,  51. 
5%,  5u%,  50%,  100%,  100%,  100%  of  femqle  population  capable  of  performing 
task. 

2.  Oct  77  female  content:  74  (5%). 


RECOMMENDATION:  That  MOS  51B  be  closed  to  women  by  CEO  and  career 
progression. 

IMPACT  ON  RESERVE  COMPONENT:  Recomendatlon  compatible. 


A-l-5-62 


EVALUATION  OF 
MOS  blC 

STRUCTURES  SPECIALIST 


CURRENTLY:  OPENLY]  CLOSED  I I RECOMMENDATION:  OPEN^  CLOSEOfTI 


SOURCE  OF  MOS 
REQUIREMENTS 

Discriminating  factors 

& B C D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-2U1 

GO 

NO  GO 

GO 

2.  CRITICAL 

TASK 

NO  GO 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

GO 

iSp 

NO  GO 

iis§§ 

4.  FIELD  SURVEY 
OPINIONS 

Hf 

!§§§§§§§ 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

«/A  | 

UNK 

DISCUSSION:  MOS  above  baseline. 


1.  NO  GO  Rationale. 

a.  2A  - Perform  as  a member  of  a combat  engineer  squad  In  the  assault 
of  a fortified  position. 

b.  IB  - MOS  feeds  MOS  51H  (closed  at  grade  E-6). 

c.  3C  - Three  quantifiable  tasks  available  for  analysis;  lot  of  female 
population  capable  of  performing  tasks. 

2.  Oct  77  female  content:  4 (It). 

RECOMMENDATION:  That  MOS  51C  be  closed  to  women  by  CED  end  career 
progression. 

IMPACT  ON  RESERVE  COMPONENTS:  Recommendation  compatible. 


EVALUATION  OF 
510 
HASON 


CURRENTLY:  OPEN  JT]  CLOSED  □ RECOHMENUATION:  OPEN  □ CLOSED  ED 


SOURCE  OF  MOS 
REQUIREMENTS 

AR  611.101 

1.  AR  611-112 
AR  611-2U1 

2.  CRITICAL 
TASK 

3.  PHYSICAL 
REQUIREMENTS 

4.  FIELD  SURVEY 
OPINIONS 

5.  OTHER 
SOURCES 


EXCLUSION 

DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


NO  GO 


GO 

J|§§|J 

UNK 

UNK 

11111111 

UNK 

DISCUSSION:  MOS  at  baseline.  VUUUUUOaiUUa 

58  " N°  1)051  t1ons  callable  to  women  based  on  objective  3 


Irojresslon!01*1  Th*t  1,08  510  be  closed  to  wo"en  b*5ed  on  career 


EVALUATION  OF 
S1G 

SOILS  ANALYST 


CURRENTLY:  OPEN[T]  CLOSED  | | RECOMMENDATION:  OPEN  □ CLOSED f~T] 


U'ISCHIMINAI  1NU  V'ACTWS 

A B C 0 


SOURCE  OF  MOS 
REQUIREMENTS 

TURBOT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

TMM 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

— 

2.  CRITICAL 

TAS* 

GO 

JJJJjjjJ 

|j|j|§|§J 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

GO 

jjjjjj 

GO 

|§|JjJ 

4.  FIELD  SURVEY 
OPINIONS 

iSiiiHf 

jj|JJj|j| 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

NO  GO 

UNK 

DISCUSSION:  MOS  at  oasellne. 


NO  GO  Rationale.  5B  - No  positions  avallaDle  to  women  based  on  objective  3 
analysis. 


RECOMMENDATION:  That  MOS  51G  be  closed  to  women  based  on  career 
progression. 


EVALUATION  OF 
MOS  blh 

CONSTRUCTION  FOREMAN 


CURRENTLY:  OPENQ]  CLOSED □ RECOMMENDATION:  OPENQ  CLOSEDQ] 


SOURCE  OF  MOS 
REQUIREMENTS 

[TTSIK1H1NAI IWETAUIUKS — 

ABC  D 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

GO 

GO 

2.  CRITICAL 

TASK 

NO  GO 

IBP 

I— 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

NO  GO 

UNK 

4.  FIELD  SURVEY 
OPINIONS 

in 

ill 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

N/A 

WKKm 

UNK 

DISCUSSION:  MOS  above  baseline. 


1.  NO  GO  rationale. 

a.  2A  - Perform  as  a member  of  a combat  engineer  squad  In  the  assault 
of  a fortified  position. 

b.  3A  - One  physical  task  available,  for  analysis  - Assault  an  eneiqy 
position  as  a member  of  a combat  engineer  squad. 

2.  Oct  77  MOS  content:  2 (1%). 


RECOMMENDATION:  That  MOS  S1H  be  closed  to  women  by  CEO. 
IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


i 


t VALUATION  OF 
MOS  blM 
FIREFIGHTER 


CURRENTLY:  OPEN  [X]  CLOSED  | 1 RECOMMENDATION:  OPEN  | 1 CLOSED  pT| 


SOURCE  OF  MOS 
REQUIREMENTS 

1. 

AR  611-1U1 

AR  611-112 

AR  611-201 

2. 

CRITICAL 

TASK 

3. 

PHYSICAL 

REQUIREMENTS 

4. 

FIELD  SURVEY 
OPINIONS 

5. 

OTHER 

SOURCES 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


DISCUSSION:  MOS  above  baseline. 

1.  NO-GO  Rationale.  3C  - Virtually  no  females  can  carry  a conscious 
victim  weighing  175  lbs  down  a ladder. 

2.  Current  female  content:  18  (5%). 


RECOMMENDATION:  That  MOS  51M  be  closed  to  further  Input  of  women  until  the 
physical  standards  for  MOS  51M  are  Incorporated  In  the  enlistment  process. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


EVALUATION  OF 
MOS  blN 

WATER  SUPPLY  SPECIALIST 


CURRENTLY:  OPENQ]  CLOSED  □ RECOMMENDATION:  OPENQ]  CLOSED! 1 


SOURCE  Of  MOS 
REQUIREMENTS 

UiSckimiNATInG  FACTORS 

A B c n 

COMBAT 

EXCLUSION 

DEFINITION 

CAREER 

PROGRESSION 

PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 

ATTITUDES/ 

PERCEPTIONS 

AR  611-101 

1.  AR  611-112 

AR  611-201 

GO 

NO  GO 

GO 

2.  CRITICAL 

TASK 

NO  GO 

Ijjjjjjli 

UNK 

3.  PHYSICAL 
REQUIREMENTS 

GO 

lip 

NO  GO 

ilium 

4.  FIELD  SURVEY 
OPINIONS 

jjjBjl 

UNK 

UNK 

5.  OTHER 

SOURCES 

GO 

N/A 

UNK 

DISCUSSION:  MOS  above  baseline. 


1.  NO  GO  Rationale. 

a.  2A  - Move  as  a member  of  a fire  team.  Move  under  direct  fire. 
Control  fire  team  movement. 

b.  IB  - feeds  MOS  51H  (closed  at  E-8). 

r c . 3C  - Six  quantifiable  tasks  available  for  analysis;  51,  25%,  50%, 
5U»  65%,  100%  of  females  can  perform  them,  respectively. 

2.  Challenges.  2A  - Critical  tasks  outlined  In  block  2A  are  not  likely  to 
be  governing  factors  In  MOS  duties;  would  be  required  only  If  water  point 
Is  attacked  and  51N  would  defend  site. 

3.  Oct  77  female  content:  19  (3%). 


RECOMMENDATION:  That  MOS  51N  be  closed  to  women  based  on  career 
progression 

IMPACT  ON  RESERVE  COMPONENT:  Career  progression  should  not  be  a constraint 
to  closing  this  MOS  In  the  RC  because  advancing  beyond  E7  is  not  a 
requirement  for  a viable  career.  This  MOS  should  be  open  In  the  RC. 


A-l-5-69 


t VALUATION  UK 
MOS  blR 
ELECTRICIAN 


CURRENTLY:  OPEN  CLOSED  | 1 


RECOMMENDATION:  OPEN  Q]  CLOSED  pH 


DISCRIMINATING  FACTORS 

B C 


SOURCE  OF  MOS 
REQUIREMENTS 


;ombai 

:xclusion 

)EF IN IT ION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

.IMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


DISCUSSION:  MOS  above  baseline. 
NO  GO  Rationale. 


a.  2A  - Move  as  a member  of  a fire  team.  Move  under  direct  fire. 
Control  fire  team  movement. 

f ' 

b.  SB  - No  positions  available  to  women  based  on  objective  3 analysis. 

c.  3C  - One  quantifiable  task  available  for  analysis,  25%  of  female 
population  capable  of  performing  task. 

~.  Oct  77  female  content:  36  (4%). 


RECOMMENDATION: 

1.  That  MOS  51R  be  closed  to  women  by  CED,  career  progression  and  physical 
limitations. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


EVALUATION  OF 
MOS  S4C 

SMOKE  & FLAME  SPECIALIST 


CURRENTLY:  OPEN  [T]  CLOSED  □ 


RECOMMENDATION:  OPEN  Q CLOSED  [T] 


COMBAT 
EXCLUSION 
DEFINITION 


CAREER 

PROGRESSION 


PHYSICAL 

CAPABILITIES/ 

LIMITATIONS 


ATTITUDES/ 

PERCEPTIONS 


NO  GO 


NO  GO 


N/A 


UNK 

UNK 

UNK 

jjjjjjjjj 

N/A 



SOURCE  OF  MOS 
REQUIREMENTS 


AR  611-lUl 
1.  AR  611-112 
AR  611-2U1 


2.  CRITICAL 
TASK 


3.  PHYSICAL 
REQUIREMENTS 


4.  FIELD  SURVEY 
OPINIONS 


5.  OTHER 
SOURCES 


DISCUSSION:  MOS  above  baseline. 

1.  NO  GO  Rationale. 

a.  1A  - Loading  & firing  self  propelled  flame  thrower  & on- vehicle 
weapons.  Operates  firing  controls.  Delivers  fire  on  designated  targets. 

b.  2A  - Ground  flame  weapons  ...  are  employed  for  both  anti- 
personnel & anti-material  effects.  Principle  use  In  offensive  operations. 
Suppress  fire,  produce  casualties  ....  The  soldiers  participate  as 
gunners  of  a section  In  . . .flame  attack. 

2.  Reserve  Component  MOS. 


WENMTION:  That  MOS  54C  be  closed  to  women  by  CED. 
»T  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


A-l-5-71 


I 


EVALUATION  OF 
MOS  bbb 

AMMUNITION  STORAGE  SPECIALIST 


CURRENTLY:  OPENQ]  CLOSED  | | 


RECOMMENDATION:  OPEN  □ CLOSED QT] 


DISCUSSION:  MOS  above  baseline 

1.  NO-GO  Rationale. 

a.  Physical.  3C  - Only  45%  women  can  lift  7u  lb  ammo  box;  35%  can 
lift  test  set  (as  team  member);  35%  can  lift  special  tools,  handling  equip, 
nuc  wpns  and  components;  and  10%  can  place  same  In  truck. 

b.  4C  Questionnaire  Results  (91%  confidence).  Women  will  have 
problems  In  strength  (72),  endurance  (63),  size  (66),  grip  (63),  arm  & leg 
length  (42)  and  coordination  (48). 

c.  Other  Questionnaire  Results.  Women  will  have  problems: 

2D  - Skills  (46)  and  mechanical  ability  (42) 

4D  - Women  Incapable  of  performing  In  MOS  (30) 

5D  - Stress  (65),  toughness  (67),  emotional  control  (59), 
aggressiveness  (51). 

2.  Challenge.  USAMMCS  reps  challenged  validity  of  their  own  physical  task 
list  and  the  attltudlnal  data  (Incl  1).  EWITA  accepts  rationale  on  task 
list,  but  parallel  of  very  strong  negative  reaction  on  questionnaire 
Indicates  problems  on  physical  capabilities.  (See  pages  A-l-5-76  through 
A— 1-5—79) . 

RECOMMENDATION:  That  MOS  55B  be  closed  to  further  Input  of  women  until 
physical  standards  are  established  and  Incorporated  In  enlistment 
procedures. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


I 

1 


i 


17  Feb  197b 


1.  Non-concu.  with  closing  MOS  bbb  and  bbX  to  female  integration. 

2*  The  tentative  decision  to  exclude  appears  to  oe  based  on  physical 
limitations  and  attitudes  of  the  field  as  reflected  in  the  results  or 
a field  survey. 

3.  Reasons  tor  nonconcurrence: 

a.  The  repertoire  of  skills  embraced  by  the  bbb  can  be  function- 
alized as  follows. 

(1)  Shipping 

(2)  Receiving 

(3)  Storing 

(4)  Issuing 

(b)  Maintaining 

(b)  Accountability 

b.  Shipping  operations  Involve  using  materials  handling  equipment 
( MHE ) to  load  palletized  ammunition  on  railcars  or  trucks.  Lifting  of 
indivioual  items  is  the  exception  rather  than  the  rule  as  the  pre- 
ponderance of  ammunition  being  shipped  Is  palletized.  In  those  rare 
cases  where  ammunition  is  shipped  and  single  items  are  handled,  two 
persons  are  always  used  to  lift  heavy  items.  This  Is  done  to  Insure 
safety  in  operations.  Additionally,  conveyors  are  used  for  loading 
operations  to  reduce  the  distance  that  these  Itans  must  be  carried. 
Full  combat  equipment  Is  rarely,  If  ever,  worn  while  members  are 
engaged  In  shipping  operations.  The  average  weight  carried  by  any  one 
individual  approximates  4u  pounds;  Is  lifted  approximately  three  feet; 
and  carried  approximately  three  feet.  The  normal  duration  of  the 
operation  Is  one  hour.  The  task  consumes  less  than  five  percent  of 
operational  time  during  the  working  day. 

c.  Receiving  operations  can  be  broken  out  Into  two  parts;  Unit 
returns  and  depot  receipts. 

(1)  Unit  returns  consist  of  Individual  Items  returned  to  the 
Ammunition  Supply  Point  (ASP)  by  the  using  unit.  The  using  unit 
furnishes  their  assigned  personnel  to  do  off-loading  operations. 

Thus,  weight  of  Items  Is  not  a factor  for  consideration  for  ASP 
personnel . 


A-l-b-73 
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(2)  Depot  receipts  are  generally  luu'i  palletized  and  are 
handled  with  MHE.  Thus,  lifting  is  not  a factor  for  consideration. 

d.  Storage  operations  involve  only  minimal  heavy  lifting  require- 
ments. Heighth  of  lift  rarely  exceeds  two  feet  while  distance  carried 
averages  three  feet. 

e.  Issue  operations  constitute  approximately  4u%  of  the  unit 
mission.  Using  units  bring  their  assigned  personnel  to  the  ASP  to 
load  their  vehicles.  One  ammunition  checker  is  assigned  to  identify 
the  items  that  are  to  be  loaded  and  to  verify  the  amount  of  ammunition 
to  be  loaded.  Lifting  for  ASP  personnel  is  not  applicable  during  this 
operation. 

f.  Maintenance  operations  that  involve  lifting  of  items  In  excess 
of  40  pounds  are  minimal.  (Less  than  one  percent.)  Additionally, 
maintenance  operations  involving  lifting  are  never  performed 
unilaterally. 

g.  Accountability  does  not  involve  heavy  lifting. 

h.  The  task  "Lift  test  sets"  applies  to  MOS  bbX.  These  test  sets 
are  not  found  in  Ordnance  OS/US  Ammunition  Companies.  They  are  a part 
of  what  is  commonly  called  Ammunition  Peculiar  Equipment  (APE)  that 
are  located  in  ammunition  depots.  They  are  used  to  function  test 
ammunition.  Two  factors  are  Important  when  considering  the  5bX  role. 

(1)  He  Is  not  a primary  function  tester  of  ammunition.  He 
assists  an  Ammunition  Surveillance  Inspector  who  is  a Department  of 
the  Army  Civilian  (DAC).  The  DAC  Is  the  primary  while  the  55X  works 
in  the  secondary  role  as  assistant.  Test  sets  weighing  lbu  pounds  are 
indeed  a rarity.  If  the  DAC  is  using  the  test  set,  rather  than 
lifting,  he  will  be  assisted  by  the  55X  to  pull  the  test  set  to  the 
required  location.  If  lifting  is  required,  adequate  personnel  are 
always  available  to  do  the  lifting. 

(2)  Ammunition  depots  are  generally  manned  by  1UU1  DACs.  In 
the  event  that  a rare  55X  Is  assigned  to  a depot,  his  duties  will  be 
primarily  administrative. 

1.  Lifting  special  tools,  handling  equipment  and  nuclear  weapons 
including  component  parts  does  not  apply  to  either  the  S5B  or  the  55X. 
The  role  Is  inherent  In  the  job  of  the  55G.  Further,  no  one  Indi- 
vidual is  ever  permitted  to  engage  In  any  operation  Involving  nuclear 
weapons.  A minimum  of  two  people  are  required.  This  prohibition  Is 
contained  In  AR  5o-b,  para  1-3,  az,  and  Is  known  as  "the  two  man 
rule." 
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j.  The  final  area  to  be  covered  is  the  attitudes/perceptions  of 
the  current  population  of  55Bs  and  bbX.  Although  the  facts  borne  out 
thus  far  were  purely  objective,  the  following  comments  are  subjective. 
However,  they  do  represent  the  collective  viewpoint  of  many  indi- 
viduals who  have  served  a great  number  of  years  in  the  ammunition 
career  field. 

(1)  Integration  of  females  into  CMF  bb  has  taken  place  only 
within  the  past  one  to  two  years.  The  survey  results  appear  to  reveal 
an  inherent  resistance  to  change  by  the  population.  This  resistance 
has  an  adverse  impact  on  attitude  and  could  easily  be  forecasted.  No 
known  panacea  exist  to  solve  the  problem.  Adequate  communication,  the 
exercise  of  good  leadership  practices,  equality  of  treatment  for  all 
members,  and  time  all  have  a viable  role  to  play  and  ultimately,  will 
change  negativism  to  positive  attitudes. 

(2)  Proportionality  in  the  NCO  ranks  does  not  presently  exist 
among  the  sexes  in  ammunition  units.  When  the  intermediate  and  upper 
level  NCU  ranks  are  balanced  among  the  sexes,  great  inroads  will  be 
made  toward  modifying  attitudes. 

(3)  As  female  personnel  become  commonplace  in  ammunition 
units  and  are  represented  throughout  all  NCO  ranks,  efficiencies  in 
all  functional  areas  should  increase  thereby  changing  perceptions  of 
the  male  members. 

(a)  Not-with- standing  the  above,  the  negative  attitudes/ per- 
ceptions of  the  current  population  should  play  only  a very  limited 
role  in  any  decision  making  involving  the  closing  of  an  MOS  for  female 
members. 

4.  This  paper  thus  far,  addressed  MOS  b5b  and  bbX  only.  However,  CMF 
S5  includes  MOS  5SG,  3bF,  SSD,  and  55Z.  The  following  data  is  sub- 
mitted for  consideration  when  these  MOS  come  up. 

a.  MOS  3bF  and  bbu.  These  MOS  relate  to  the  NW  Electronics 
Specialists  and  the  NW  Maintenance  Specialist  respectively. 

(1)  The  physical  requirements  for  lifting  an  8"  projectile 
weighing  2bu  pounds  is  invalid.  The  entire  round,  nuclear  loaded 
weighs  243  pounds.  However,  nuclear  loading  occurs  at  the  firing  unit 
with  firing  unit  personnel.  The  empty  projectile,  that  ordnance  SW 
members  handle,  weighs  approximately  bu  pounds.  The  requirement  for 
these  MOS  to  download  a complete  projectile  Is  very  rare  Indeed  and 
would  only  occur  In  a combat  environment  in  remote  circumstances. 

(2)  Test  sets  weighing  above  4u  pounds  are  rarely  ever  lifted 
by  any  one  person.  Two  or  more  are  always  Involved. 


I 


(3)  The  MW  weapon  or  component  weighing  277  pounds  is  a tour 
person  carry  item  in  a shipping  container.  Rare  instances  may  occur 
where  unloading  is  a requirement;  uploading  is  even  rarer. 

b.  MOS  55D  - EOD  Specialist. 

(1)  EOD  personnel  are  checked  tor  claustrophobia  prior  to 
entering  into  the  field.  If  symptoms  are  exhibited,  personnel  are  not 
acceptable. 

(2)  Lifting  requirements  for  50  projectiles,  105mm/per  hour 
and  50  ammunition  boxes,  120  pounds  each/ per  hour  are  invalid.  The 
primary  role  of  the  EOD  soldier  is  to  locate  and  render  safe,  unex- 
ploded ordnance.  The  role  depicted  pertains  to  routine  destruction  of 
unserviceable  ammunition  and  is  assuned  by  the  55B.  In  any  event.  It 
is  a very  rare  Instance  when  this  amount  of  ammunition  would  be 
routinely  destroyed.  It  is  rarer  yet  to  see  a time  constraint  placed 
on  this  task. 

c.  MOS  55Z  Is  the  capper  MOS  in  CMF  55.  All  duties  are 
administrative  In  nature. 

5.  In  conclusion,  no  valid  reasons  exist  to  exclude  female  members 
from  any  MOS  within  CMF  55. 


/s/  C.  P.  CAREY 
OS-12 
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DISCUSSION:  MOS  at  baseline. 


NO  00  Rationale.  5B  - No  positions  available  to  women  based  on  objective  3 
analysis. 


RECOMMENDATION:  That  MOS  620  be  closed  to  women  based  on  career 
progression. 


EVALUATION  OF 
MOS  62E 

CRAWLER  TRACTOR  OPERATOR 
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SOURCE  OF  MOS 
REQUIREMENTS 
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DISCUSSION:  MOS  above  baseline 


NO-GO  Rationale. 

a.  2A  - Move  as  a member  of  a fire  team.  Move  under  direct  fire. 
Control  fire  team  movements.  Task  numbers  11-6,  191-14U2;  11-6,  191-14U3; 
U51-2391;  Draft  FM  5-62E  112,  USAES,  undated. 


b.  3C  - Five  quantifiable  tasks  available  for  analysis;  10%,  50%,  85%, 
100%  of  average  female  population  capable  of  perforating  tasks. 

c.  5B  - No  positions  available  to  women  based  on  objective  3 analysis. 


RECOMMENDATION: 

That  MOS  62E  be  closed  to  women  based  on  CEO,  career  progression  and 
physical  limitations. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 
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DISCUSSION:  MOS  above  baseline. 

NO  GO  Rationale 

a.  58  - No  positions  available  to  women  based  on  objective  3 analysis. 

b.  3C  - Seven  quantifiable  tasks  available  tor  analysis:  25%,  5u%,  65%, 
100%,  100%,  100%  female  population  capable  of  performing  tasks. 


RECOMMENDATION: 

1.  That  MOS  62G  be  closed  to  women  based  on  career  progression  and 
ptyslcal  limitations. 

2.  That  MOS  62G  be  reevaluated  when  soldier's  manual  is  published. 
IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 
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DISCUSSION:  MOS  above  baseline. 


NO-GO  Rationale. 

a.  3C  - Three  tasks  available  for  analysis;  10%,  25%,  and  50%  of 
female  population  are.  capable  of  performing  the  tasks. 

b.  58  - No  positions  available  to  women  based  on  objective  3 
analysis. 


RECOMMENDATION:  That  MOS  62H  be  closed  based  on  career  progression  and 
physical  limitations 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible 
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t VALUATION  OF 
MOS  62J 

GENERAL  CONSTRUCTION  MACHINE  OPERATOR 


CURRENTLY:  OPENQ]  CLOSED  □ 


RECOMMENDATION:  OPEN  □ CLOSED  HD 


DISCUSSION:  MOS  above  baseline. 

1.  NO-GO  Rationale. 

a.  5B  - No  positions  available  to  women  based  on  objective  3 analysis. 

b.  3C  - Five  tasks  available  for  analysis;  .5%,  5%,  25%,  5u%  and  luo% 
of  average  female  population  capable  of  performing  task. 

2.  Female  content:  23  (21%). 


RECOMMENDATION:  That  MOS  26J  be  closed  to  women  based  on  career 
progression  and  physical  limitations. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 
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DISCUSSION:  MOS  at  baseline. 
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NO  GO  Rationale.  5B  - No  positions  available  to  women  based  on  objective  3 
analysis. 


RECOMMENDATION:  That  MOS  62K  be  closed  to  women  based  on  career 
progression. 
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DISCUSSION:  MOS  at  basel ine. 

NO  GO  Rationale.  5b  - No  positions  available  to  women  based  on  objective  3 
analysis. 


RECOMMENDATION:  That  MOS  62L  be  closed  to  women  based  on  career 
progression. 
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DISCUSSION:  MOS  above  baseline. 


1.  NO-GO  Rationale. 

a.  4C  - Perceptions  of  MOS  Incumbents  surveyed  show  strength,  size, 
endurance  and  grip  to  be  deterrents  at  94%  confidence  level. 

b.  2D  - Survey  shows  that  skill  and  mechanical  ability  to  be 
deterrents,  at  94%  confidence  level. 

c.  40  - Survey  results  Indicate  that  women  are  not  capable  of 
performing  the  job,  at  94%  confidence  level. 

d.  5D  - Survey  results  show  toughness,  stress,  self-image,  and 
emotional  control  to  be  additional  problems,  at  94%  confidence  level. 

2.  NO-GO  Challenge. 

The  attitudes  of  the  survey  sample  on  physical  capabilities  Is  not 
supported  oy  the  analysis  of  physical  tasks  by  the  physical 
requlrcments/capabllltles  panel. 

RECOMMENDATION:  That  MOS  63B  remain  open  to  women. 
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DISCUSSION:  MOS  above  baseline. 


1.  NO  GO  Rationale: 

a.  25%  of  women  can  remove  battery  from  a utility  helicopter  (Task 

lluul). 

b.  55%  of  women  can  lift  a full  tool  box  the  required  height  (Task 
2025). 

c.  40%  of  women  can  perform  effectively  In  removal/lnstallatlon  of 
main  rotor  blade  (Task  2122/3). 

d.  With  95%  confidence:  Issues  (%). 

4C  - strength  (52),  endurance  (53) 

4D  - Incapable  (52) 

2D  - Skills  (45) 

50  - Toughness  (62),  emotional  control  (5 «),  stress  (5d),  self- 
image  (54),  leadership  (49),  endurance  (53) 

2.  Challenges.  Agreement  In  field  and  Transportation  School  regarding  3C; 
soldiers  In  HOS  never  work  In  Isolation. 

RECOMMENDATION:  a.  That  MOS  67N  be  closed  to  further  Input  of  women 
pending  validation  of  performance  standards  and  development  of  testing 
capability  at  accession  phase. 

b.  That  women  currently  serving  In  this  MOS  should  not  be  reclassified. 
IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible.  ' 
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DISCUSSION:  MOS  above  baseline. 


1.  NO  GO  Rationale. 

a.  3C  - Physical  requirenents/capabillties  panel  of  experts,  based  on 
TRADOC  tasks.  Indicates  that  only  45%  females  can  receive  supplies  and 
equipment,  to  Include  lifting  ammunition  boxes  (wt  90  lbs)  12  times  per 
hour  8 times  dally. 

b.  4C  - Perceptions  of  MOS  Incumbents  surveyed  showed  endurance  (42%) 
to  be  an  Important  problem  In  combat. 

2.  Challenge.  EWITA  questions  the  validity  of  task  conditions  and 
standards  as  women  have  demonstrated  their  ability  to  perform  In  76Y  for 
many  years.  Detail  personnel  usually  perform  the  tasks.  There  are 
currently  1464  women  In  the  MOS  (7%). 


RECOMMENDATION:  That  MOS  76Y  remain  open  to  women. 
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OISCUSSION:  MOS  above  baseline. 

1.  NO-GO  Rationale. 

a.  3C  - Only  65%  of  all  females  can  lift  61  lbs,  to  a height  of  1 
meter  or  carry  61  lbs.  a distance  of  25  meters  as  required  by  the  TRADOC 
critical  tasks. 

b.  With  94%  confidence.  Issues  (%) 

4C  - endurance  (44) 

50  - toughness  (95),  stress  (46),  self-image  (46),  leadership  (45), 
emotional  control  (42) 

2.  CHALLENGE.  3C  - Despite  the  agreement  of  blocks  4C  and  5D  with  3C,  It 
Is  significant  to  note  that  the  key  block  40  Is  a GO.  Only  35%  of  surveyed 
population  thought  females  to  be  Incapable  of  being  an  82C.  This  one  task 
trttlch  only  65%  of  females  can  perform  is  not  deemed  to  be  so  critical  as  to 
deny  females  from  serving  In  this  MOS. 

3.  Proponent  non-concurs.  Survey  parties  conduct  independent  operations 
for  sound,  flash,  radar,  battery  positions  and  target  area  on  or  just  to 
rear  of  FEBA  (within  lUOUm). 

4.  EWITA  recommends  closure  of  survey  section  In  cannon  units  and  target 
acquisition  battery. 


RECOMMENDATION:  That  MOS  82C  be  open  to  women. 
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DISCUSSION:  MOS  above  baseline. 


1.  NO-GO  Rationale.  3C  - In  a 4-person  team,  40%  females  can  lift  273  lbs 
to  a height  of  42  In;  65%  can  lift  196  lbs  to  a height  of  six  feet.  In  a 
2-person  team,  virtually  no  females  and  40%  males  can  load/unload  the  300 
lb  GED  generator  Into/from  a vehicle  or  move  the  generator  30  meters. 

2.  Challenge.  The  above  percentages,  and  operational  experience,  show 
that  more  than  2,  usually  3 or  4,  people  move  the  generator. 

3.  Total  female  populatlon-1  E-5  and  2 E-4. 

4.  MOS  proponent  Indicates  FADAC  operations  are  critical  tasks  as  found  In 
MOS  13E  and  15J  and  concurs. 


RECOMMENDATION:  MOS  93F  be  closed  to  further  Input  of  women  until 
Implementation  of  physical  standards  for  93F  are  Incorporated  In  enlistment 
process. 

IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 
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DISCUSSION:  MOS  above  baseline 


1.  NO-GO  Rationale. 

a.  2A  - Performs  underwater  reconnaissance  of  . . . beach  approaches, 
riverbeds  ....  Collects  . . . data  on  . . . beach  A rlverbank 
characteristics  ...  for  use  In  river  crossing  A beach  operations.  (AR 
611-2U1,  pg.  3-51-69) . No  Individual  will  be  awarded  amarine  diver 
rating  who  falls  to  meet  the  qualifications  for  that  rating....  Know  how 
to  prepare  a beach  or  river  Intelligence  report.  (AR  611-75,  para  2-3,  pg. 
2-1).  meet  the  qualifications  for  that  rating  . . . .* 

b.  3C  - Analysis  of  two  quantifiable  physical  tasks  reveals  only  25% 
of  female  population  Is  capable  of  performing  them. 

2.  MOS  content  less  than  75  Individuals.  No  females  as  of  Oct  77. 

RECOMMENDATION:  That  MOS  006  be  closed  to  women  by  CEO  and  physical 
limitations. 


IMPACT  ON  RESERVE  COMPONENT:  Recommendation  compatible. 


ANNEX  6 


■.  - - — - 


IMPACT  OF  ROTATION  BASE  AND  PROMOTION  ON 
MOS/ SPECIALTIES 


1.  The  following  MOS  should  be  closed  on  the  basis  of  career  progression.  There  are 
no  positions  available  to  women  after  decrementing  for  rotation  base  and  promotion 
considerations  for  those  men  In  closed  units. 


NUMBER  OF 

POSITIONS 

MOS 

MOS  TITLE 

AUTHORIZED 

CLOSED  UNITS 

ROTATION/ 

PROMOTION 

WARRANT  OFFICER 

224B 

Chapparal /Vulcan 

System  Technicians 

7U 

70 

0 

ENLISTED 

24N 

Chapparal  System 

237 

217 

56 

24M 

Vulcan  System 

Mechanic 

346 

300 

66 

51B 

Carpenter 

1541 

1506 

511 

62L 

Wheeled  Tractor 

Operator 

425 

312 

138 

•* 

62K 

Grader  Operator 

401 

■ 

295 

124 

62J 

General  Construction 
Machine  Operator 

634 

564 

239 

62H 

Concrete  Paving 

Equipment  Operator 

119 

96 

34 

62E 

Crawler  Tractor 

Operator 

939 

773 

294 

51R 

Electrician 

987 

812 

294 

51N 

Water  Supply 

Specialist 

681 

610 

229 

51K 

Plumber 

629 

526 

S1G 

Soils  Analyst 

85 

% 

63 

29 

\ 


i 


NUMBER  OF  POSITIONS 

NOS 

NOS  TITLE 

AUTHORIZED 

CLOSED  UNITS 

ROTATION/ 

PROMOTION 

ENLISTED 

5 ID 

Nason 

249 

212 

112 

51C 

Structures  Specialist 

281 

235 

105 

51A 

Construction  Utilities 
Worker 

602 

569 

278 

45R 

Nissile  Tank 

Turret  Nechanlc 

116 

84 

57 

2.  The  following  MOS/SSI  were  further  analyzed  for  career  progression  based  on  low 
numbers/percentages  remaining  for  women  after  decrementing  for  men  In  closed  units 
and  for  rotation  base  and  promotion  considerations.  Recommendations  for  opening  or 
closing  are  Indicated. 


MAXIMUM 

FEMALE 

FEMALE 

STRENGTH 

NOS 

NOS  TITLE 

CONTENT 

OCT  77 

RECOMMENDATION 

Number 

Percent 

62G 

Quarryman 

20 

11% 

E1-E4: 

4 

Close  for  career 

• 

E5: 

1 

progression 
(Incl  1) 

62D 

Asphalt  Equip 

28 

16% 

E1-E4: 

4 

Close  for  career 

Operator 

progression  t 

(Incl  2) 

5 IF 

Pipeline 

11 

12% 

None 

No  basis  for  closure. 

Specialist 

> >• 

NOS  reverting  to  51H. 
(Incl  3) 

45P 

Sheridan 

' 52 

21% 

E1-E4: 

2 

No  basis  for  closure. 

Turret 

E5: 

1 

Recommend  limit  of 

mechanic 

35  positions  (Incl  4) 

63C 

Track  Veh 

178 

1.7% 

E1-E4: 

74 

No  basis  for  closure. 

- 

mechanic 

E5-E6: 

3 

(Incl  5) 

A- 1-6-2 


MOS  I MOS  TITLE 


MAXIMUM 

FEMALE 

CONTENT 


FEMALE 
STRENGTH 
OCT  77 


RECOMMENDATION 


82B 

Construction 

Supervisor 

Number 

Percent 

■■I 

ll 

4* 

■ 

1 

No  basis  for  closure. 
Note:  More  women 
currently  In  Army 
than  position  available, 
(incl  6) 

680 

Acft  Power- 
train Repairman 

106 

34* 

E1-E4: 

8 

No  basis  for  closure. 
(Incl  7) 

62N 

Construction 

Mach  Supv. 

152 

30% 

None 

MOS  begins  at  E6. 

No  basis  for  closure. 
(Incl  8) 

62M 

R/T  Forklift  & 
loader  Operator 

254 

13* 

E1-E4: 

E5: 

87 

6 

« 

No  basis  for  closure. 
(Incl  9) 

62F 

Crane 

Operator 

91 

10* 

E1-E4: 

33 

> No  basis  for  closure. 
(Incl  10) 

51H 

Construction 

Foreman 

161 

15* 

E6: 

2 

No  basis  for  closure. 
(Incl  11) 

68K  Ac ft  Component 
Repair  Supv 


81 


57* 


None 


No  basis  for  closure. 
(Incl  12) 


INCLOSURE  1 


MOS  620 
(Uuarryman) 


RANK 

SHORT 

TOUR 

LONG 

TOUR 

CONUS 

TOTAL 

E1-E4  Auth  Total 

6 

15 

85 

1U6 

Closed 

6 

15 

47 

68 

Positions  Avail 
for  Women 

0 

0 

38 

38 

ES  Auth  Total 

4 

6 

31 

41 

Cl osed 

4 

6 

18 

28 

' 

Positions  Avail 
for  Women 

0 

U 

13 

13 

E6  Auth  Total 

4 

3 

18 

25 

Closed 

2 

_3 

_9 

14 

““ 

Positions  Avail 

2 

0 

9 

11 

for  Women 


E7  Auth  Total 
Closed 

Positions  Avail 
for  Women 


1.  There  are  only  20  positions  available  to  women  Army  wide  (11%  of 
total),  after  accounting  for  closed  units,  rotation  base  and  promotion. 

2.  The  posltlons'ln  open  units  are  not  balanced  between  overseas  and 
CONUS.  No  women  will  serve  overseas  until  grade  E6,  and  then  very  few. 
This  produces  an  adverse  situation  for  promotion  potential  for  these 
women,  and  an  unfair  situation  In  the  perception  of  male  peers. 

3.  This  data  Indicates  that  this  NOS  should  be  closed  by  career 
progression. 


A- 1-6 -4 
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f 

1 

C- 

! 

i 


! 


I 


! 
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INCLOSURE  2 


MOS  620 

(Asphalt  Equipment  Operator) 

SHORT 

LONG 

RANK 

TOUR 

TOUR 

CONUS 

TOTAL 

E1-E4  Auth  Total 

12 

52 

64 

Closed 

12 

29 

41 

Positions  Avail 

U 

23 

23 

for  Women 

E5  Auth  Total 

6 

22 

' 61 

89 

Closed 

6 

15 

30 

51 

Positions  Avail 

U 

7 

31 

38 

for  Women 

E6  Auth  Total 

2 

7 

13 

22 

Cl osed 

2 

_5 

_9 

16 

Positions  Avail 

0 

2 

4 

6 

for  Women 

E7  Auth  Total 

. 

4 

4 

Closed 

_o 

0 

Positions  Avail 

4 

4 

for  Women 

1.  There  are  28  positions  available  to  women  after  considering 
closed  units,  rotation  base  and  promotion. 


2.  Although  there  are  71  positions  Army  wide  In  open  units,  there  Is 
poor  balance  between  CONUS  and  overseas.  No  women  will  serve  overseas 
until  grade  E5.  Only  seven  positions  exist  at  higher  grades,  ana  none 
are  In  short  tour  areas.  These  facts  provide  an  adverse  situation 

for  the  promotion  of  women  and  may  well  result  In  a perception  of  unfair- 
ness by  male  peers. 

3.  This  MOS  should  be  closed  for  career  progression. 


A- 1-6-5 
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INCLOSURE  4 


MOS  45P 

(Sheridan  Turret  Mechanic) 


RANK 

SHORT 

TOUR 

LONG 

TOUR 

CONUS 

TOTAL 

E1-E4  Auth  Total 

2 

112 

83 

197 

CLOSED 

_2 

54 

48 

104 

Positions  Avail 
for  Women 

0 

58 

35 

93 

E5  Auth  Total 

0 

43 

6 

49 

Closed 

_u 

U 

_3 

3 

Positions  Avail 
for  Women 

0 

43 

3 

46 

1.  There  are  52  positions  available  after  accounting  for  closed 
units,  rotation  base  and  promotion. 

2.  Balance  between  overseas  and  CONUS  of  positions  in  open  units 
is  not  good.  Filling  all  52  with  women  will  force  some  women  overseas 
early.  In  order  to  advance  to  E5  some  of  the  women  will  have  to  stay 
in  the  long  tour  area.  There  are  no  short  tour  slots. 

3.  While  there  is  no  basis  for  closure,  there  may  be  reason  to  limit 

this  MOS  to  fewer  than  52  women.  35  is  suggested,  because  that  is  the 
total  In  CONUS.  Those  remaining  in  service  will  have  to  go  on  lonq  tours 
to  make  E5.  * 


INCLOSURE  5 


MOS  63C 

(Track  Vehicle  Mechanic) 


RANK 

SHORT 

TOUR 

LONG 

TOUR 

CONUS 

total 

El-4  Auth  Total 

Hi 

BBi 

Closed 

".■(IB  v 

■ Bi”;  - s 

H tv>iB 

{■■hhH 

.BbbhS  ’ 

Positions  Avail 
for  Women 

24 

764 

989 

1777 

E5  Auth  Total 

54 

742 

670 

1466 

Closed 

36 

562 

440 

1038 

““““ 

Positions  Avail 
for  Women 

18 

180 

230 

428 

E6  Auth  Total 

30 

437 

559 

1026 

Closed 

7 

210 

168 

385 

Positions  Avail 
for  Women 

23 

227 

391 

641 

E7  Auth  Total 

32 

608 

■MR! 

1598 

Closed 

31 

289 

593 

' 

Positions  Avail 
for  Women 

1 

319 

685 

1005 

1.  There  are  only  178  positions  available  to  women  In  this  MOS  (1.7%  of 
total),  after  considering  closed  units,  rotation  base  and  promotion. 


2.  The  positions  In  open  units  are  well  balanced,  however,  between  short 
tour,  long  tour  and  CONUS,  end  In  all  grades. 

3.  There  Is  no  basis  for  closure  of  these  178  positions  to  women  on  the 
basis  of  career  progression. 


( 
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INCLOSURE  6 


HOS  82B 

(Construction  Supervisors) 

SHORT 

LONG 

RANK 

TOUR 

TOUR 

CONUS 

TOTAL 

E1-E4  Auth  Total 

5 

33 

109 

147 

Closed 

1 

33 

85 

119 

Positions  Avail 

4 

0 

24 

26 

for  Women 

• 

E5  Auth  Total 

6 

27 

60 

93 

Closed 

1 

23 

41 

65 

Positions  Avail 

5 

4 

19 

26 

for  Women 

E6  Auth  Total 

2 

4 

16 

22 

Closed 

U 

_U 

0 

0 

Positions  Avail 

2 

4 

16 

22 

for  Women 

E7  Auth  Total 

4 

4 

Closed 

0 

0 

Positions  Avail 

4 

4 

for  Women 

I 


1.  There  ere  13  women  In  this  MOS  as  of  October  1977.  EWITA  recommends  a 
celling  of  11  after  considering  closed  units,  rotation  base,  and  promotion. 


2.  There  Is  reasonably  good  balance  between  open  unit  positions  In  overseas 
areas  and  CONUS. 


3.  No  basis  for  closure. 


A-l-6-9 


MOS  68D 

(Aircraft  Powertrain  Repairman) 


INI.LU  jliKI  >j 


MOS  62N 

(Construction  Machine  Supervisor) 

SHORT 

LONG 

RANK 

TOUR 

TOUR 

CONUS 

TOTAL 

E6  Auth  Total 

15 

71 

190 

276 

Closed 

3 

39 

71 

123 

Positions  Avail 
for  Women 

12 

32 

119 

153 

E7  Auth  Total 

; 

12 

47 

139 

198 

Closed 

10 

38 

61 

109 

. 

Positions  Avail 
for  Women 

2 

9 

78 

89 

E8  Auth  Total 

2 

3 

26 

31 

Cl osed 

2 

3 

10 

15 

" 

Positions  Avail 
for  Women 

0 

0 

16 

16 

1.  There  are  currently  no  women  In  this  MOS,  which  begins  at  E6. 

2.  There  are  152  positions  available  for  women  after  considering 
closed  units,  rotation  base  and  promotion.  There  Is  good  balance 
between  open  unit  positions  In  CONUS  and  overseas. 

3.  No  basis  for  closure. 
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INCLOSUKt  9 


MOS  b2M 

(R/T  Forklift  and  Loader  Operator) 

SHORT 

LONG 

RANK 

TOUR 

TOUR 

CONUS 

TOTAL 

E1-E4  Auth  Total 

55 

276 

728 

1059 

Closed 

_5 

25’ 

49 

79 

Positions  Avail 
for  Women 

50 

251 

679 

98o 

E5  Auth  Total 

20 

275 

646 

941 

Closed 

20 

275 

404 

699 

Positions  Avail 
for  Women 

0 

0 

242 

242 

1.  There  are  currently  93  women  in  this  MOS.  After  considering  closed 
units,  rotation  base  and  promotion  there  are  254  positions  available  for 
women. 


2.  There  Is  good  balance  between  CONUS  and  overseas  open  positions  at  the 
E1-E4  level.  At  E5  there  are  no  CONUS  positions.  This  MOS  feeds  62N  at 
E6  where  there  are  sufficient  overseas  positions. 

3.  No  basis  for  closure. 

. ( 
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INCLOSUKE  10 


MOS  62F 

(Crane  Operator) 

RANK 

SHORT 

LONG 

TOUR 

TOUR 

CONUS 

TOTAL 

E1-E4  Auth  Total 
Closed 

12 

_3 

116 

17 

272 

32 

1st 

Positions  Avail 
for  Women 

9 

99 

240 

348 

E5  Auth  Total 

Closed 

25 

25 

134 

129 

317 

188 

476 

342 

Positions  Avail 
for  Women 

U 

35 

129 

134 

currently  33  women  1n  this  "OS.  After  considering  closed 
units,  rotation  base  and  promotion  there  are  91  positions  available  for  women. 


2.  There  Is  good  balance  between  CONUS  and  overseas  open  unit  positions. 

3.  No  basis  for  closure. 


( 


i 
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INCLOSURE  11 


MOS  61H 

(Construction  Foreman) 

SHORT 

LONG 

RANK 

TOUR 

TOUR 

CONUS 

TOTAL 

E-6  Auth  Total 

42 

112 

3U2 

456 

Closed 

38 

101 

1/3 

312 

Positions  Avail 
for  Women 

4 

11 

129 

144 

E7  Auth  Total 

44 

143 

21U 

397 

Closed 

22 

58 

107 

187 

Positions  Avail 
for  Women 

22 

85 

103 

21U 

E8  Auth  Total 

14 

49 

108 

171 

Closed 

lo 

26 

J45 

81 

Positions  Avail 
for  Women 

4 

23 

63 

90 

E9  Auth  Total 

1 

5 

16 

22 

Closed 

_0 

U 

0 

0 

Positions  Avail 
for  Women 

1 

5 

16 

22 

1.  There  are  currently  2 women  In  this  MOS,  both  E-6.  After  considering 
closed  units,  rotation  base  and  promotion,  there  are  161  positions  available 
for  women. 

2.  There  is  good  balance  between  overseas  and  CONUS  open  unit  positions. 

3.  No  basis  for  closure. 
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This  appendix  contains  the  back  up  material  and  data  in  support  of 
objective  2.  Contents  are  as  indicated  below: 


ANNEX 

TITLE 

PACE 

1 

Results  of  Analysis  of  Category  I Units 
by  EWITA 

A-2-1-1 

2 

Summaries  of  Background  and  Responses 
(Interviews) 

A-2-2-1 

3 

Use  of  Unit  Categorization  for  ^ 

Assignment  of  Women 

A-2-3-1 

4 

Nonconcurrences  to  EWITA  Findings  on 
Category  1 Units 

A-2-4-1 
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Figure  A.2.1.1.  RESULTS  OF  ANALYSIS  OF  CATEGORY  1 UNITS  BY  EWITA  (continued) 


ANNEX  1 


Figure  A.2.1.1.  RESULTS  OF  ANALYSIS  OF  CATEGORY  1 UNITS  BY  EWITA  (continued) 


Figure  A.2.1.1.  RESULTS  OF  ANALYSIS  OF  CATEGORY  1 UNITS  BY  EWITA  (continued) 
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Figure  A.2.1.1.  RESULTS  OF  ANALYSIS  OF  CATEGORY  1 UNITS  BY  EWITA  (continued) 
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Flqure  A. 2. 1.1.  RESULTS  OF  ANALYSIS  OF  CATEGORY  1 UNITS  BY  EWITA  (continued) 


Figure  A.2.1.1.  RESULTS  OF  ANALYSIS  OF  CATEGORY  1 UNITS  BY  EMITA  (continued) 


ANNEX  2 


1.  This  annex  contains  background  summaries  and  raw  data  by  branch 
for  those  personnel  who  were  Interviewed  by  EWITA.  Summary  informa 
tlon  Is  also  contained  In  overall  wrap-up  by  major  categories. 

2.  The  annex  contents  are  summarized  below: 


Title 

background  and  Interview  Response 
Summaries  by  Branch 

Background  and  Interview  Response 
Summary  Wrap-up  (Hale) 

Background  and  Interview  Response 
Summary  Wrap-up  (Female) 


I 


Page 

A-2-2-2 

A-2-2-36 

A-2-2-38 


A-2-2-1 


Number  Respondents:  33 


Branch:  Adjutant  General 


Age 

(Yrs) 

Responses 
NO.  % 

Grade 

Responses 
No.  « 

17-20 

m 

m 

E3-E4 

2 

6.1 

21-25 

5 

15.2 

E5-E6 

6 

26-3U 

9 

27.2 

E7-E9 

12 

36.2 

31-35 

11 

33.3 

W1-W4 

2 

6.1 

36-4U 

6 

18.2 

01-02 

5 

15.2 

41-45 

2 

6.1 

03-04 

<6 

18.2 

4b  + 

0 

0 

05-06 

m 

KB 

Months  In 
Duty  MOS 


13-18 

1 

19-24 

1 

25-36 

6 

37-48 

3 

49-60 

3 

60  + 

8 

Responses 
No.  % 


12.1 


21.3 


3. 


3. 


Total 

33 

100.0 

Total 

33 

100.0 

Total 

33 

100. 

Period  In  Supervised  Women  Subordinate  to  Co-Worker  with  Race  Responses 

u Unman  Uf\fTU»n 


Months 


Never 


1-6 


7-12 


13-18 


19-24 


25-36 


37  + 


NO.  % 


1 3. 


Women 
No.  % 


17  51.6 


Women 
No.  % 


1 3. 


No.  % 


White  I 16  48.5 


3. 


21. 


33  hoo. 


Total 

33 

100.0 

33 

100. 

* Incomplete  or  missing  data. 

Table  A.2.2.1.  Background  Sunnary  of  Interviewees  (Adjutant  General ). 

A-2-2-2 


Number  Respondents: 


Responses  | tirade 


17-2U 


5 


6-3U 


41-45 


43  20.7 


46  22.1 


46  22.1 


42  20.2 


25  12.0 


6 2.9 


E3-E4 


E5-E6 


E7-E9 


W1-W4 


U1-U2 


05-06 


Responses 


2 1.0 


29  13.9 


81  38.9 


3 1.4 


48  23.1 


37  17.8 


Months  In 
Duty  MOS 


1-6 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


60  + 


Brar.cn:  _Ait-Defehse 


Responses 


28  13.5 


34  16.3 


11  5.3 


22  10.6 


16 


18  8. 


2081100.0 


208  100. 


» 


Period  In  Supervised  Women  Subordinate  to  Co-Woriier  with  Race  Responses 

....  r Uamam 


Months 


Never 


1-6 


7-12 


25-36 


Supervised  Women 

No. 

% 

71 

34.1 

35 

16.8 

24 

11.5 

11 

5.3 

18 

8.7 

21 

10.1 

Women 
No.  % 


145  69.7 


Women 

No. 


No.  % 


•3  White  104  50- 


l4-*  Black  24  u-5 


22  10.6  other 


5.3 


6. 


8.2 


6 2.9 


74 


Bl 


Total 


208  100. 


Ml 


27  13.0 


Total 


208  100. q 208  100. o|  208|  100.0 


kIncomplete  or  missing  data. 

Table  A.2.2.3.  Background  Suamary  of  Interviewees  (Air  Defense) 


Branch  Air  Defense  Art’l  l it,-.. 


Number  of  Respondents:  206 

Women  can  work  In  this  Branch  considering  (issue) 


Percentage  in  Peacetime 


Agree  Disagree 


KMUTlfl 

|twxnat 


ene 


es 


otion 


ss 


ence 


ressiveness 


HWHIB 

mi»  • * u :» 


Percentage  in  Wartime 


BWKTTTgnl 

ill  M 

iagMuaiiiEa 


srupt 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.2.2.4.  Summary  of  Interview  Responses  (Air  Defense). 


I 


A-2-2-5 


I 


Number  Respondents:  £3 


Branch: 


Age 

(Yrs) 


17-2U 


il-25 


26-3U 


31-35 


36-40 


41-45 


46  + 


Responses 
NO.  % 


21  25.3 


20  24.1 


13  15.7 


20  24.1 


8 9.6 


1 1.2 


Grade 


E3-E4 


E5-E6 


E7-E9 


W1-W4 


01-02 


05-06 


Responses  Months  In 
No.  % Duty  MOS 


13  15.7 


28  33.7 


1 1.2 


20  24.1 


17  20.5 


4.8 


Total 


Total 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


60  + 


Total 


Responses 
No.  % 

13 

15.7 

11 

13.3 

6 

IB 

6 

7.2 

9 

10.8 

m 

8.5 

3 

3.6 

28  I 33.7 


83  100. 


Period  In  Supervised  Women  Subordinate  to  Co-Worker  with  Race  Responses 


Months 


Never 


1-6 


7-12 


13-18 


19-24 


25-36 


37  + 


Women 

No. 


37  44.6 


11  13.3 


12  14.5 


D 


Co-Worker  with 
Women 

No.  X 

46 

55.4 

10 

12.1 

5 

6.1 

3 

3.6 

No.  X 


38  45.8 


4.8  Total  83 


Total 

83 

10Q.0 

83 

100.0 

8 

83  100.0 


* Incomplete  or  missing  data. 

Table  A. 2. 2. 5.  Background  Summary  of  Interviewees  (Armor) 

A-2-2-6 


Number  of  Respondents:  83 

Nomen  can  work  In  this  Branch  considering  (issue) 


Branch  Armor 


ercentage  in  Peacetime  I Percentage  in  Wartime 


Issue  Agree  Disagree  Agree  Disagree 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 


Issues  from  some  respondents. 


Table  A. 2. 2. 6.  Suninary  of  Interview  Responses  (Armor). 


Number  Respondents:  15 


Branch:  Army  Security  Agency 


17-20 


21-25 


26-30 


31-35 


36-40 


41-45 


46  + 


esponses 
o.  % 


5 33.3 


26.7 


2 13.3 


3 20.0 


1 6. 


Grade 


E3-E4 


E5-E6 


E7-E9 


W1-W4 


01-02 


03-04 


05-06 


esponses 

o.  % 


5 33.3 


2 13.3 


1-6 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


60  ♦ 


esponses 

o. 


3 20.1 


2 13.3 


2 j 13.3 


2 13.3 


1 6. 


5 33.3 


7 


Total  15 


Total  15 


Total 


Period  In  Supervised  Women  Subordinate  to  Co-Worker  with  Race  | Responses 


Months 


Never 


7-12 


13-18 


19-24 


25-36 


37  ♦ 


No.  % 


1 6. 


26.6 


6 40.0 


1 6. 


Women 
No.  % 


8 53.3 


1 6. 


1 

6. 

1 

6. 

Women 

No. 


16.6  White  12 


26.7  Bleck 


13.3  Other 


13.3 


6.7  Total  is 


2 13.3 


Total  15  h00.0  15  100.0  15  100. 


Incomplete  or  missing  data. 

able  A.2.2.7.  Background  Sumnary  of  Interviewees  (Army  Security  Agency) 


A-2-2-8 


Branch  Ant^-Securlty  Agency 


Number  of  Respondents:  15 

Women  can  work  In  this  Branch  considering  (issue) 


Issue 


Strenath 


rdi nation 


Percentage  in  Peacetime 


Agree  Disagree 


ercentage  in  wartime 


Agree  Disagree 


40.0  60.0 


otion 


l»tn 


Mech  Abili 


7.  Disrupt 


MOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
' Issues  from  some  respondents. 

Table  A.2.2.8.  Suemary  of  Interview  Responses  (Army  Security  Agency). 


A-2-2-9 


Number  Respondents:  111 


Brar.wh:  Aviatior. 


Age 

(Yrs) 

Responses 
No.  % 

17-20 

1 

.9 

21-25 

16 

14.4 

26-30 

25 

22.5 

31-35 

29 

26.2 

36-40 

31 

27.9 

41-45 

m 

rai 

46  ♦ 

2 

1.8 

Grade 


E3-E4 


E5-E6 


E7-E9 


W1-W4 


01-02 


05-06 


Responses 
No.  % 


3.6 


17  15.3 


40  36.0 


3 2. 


9 8.2 


33  29.7 


Months  In 
Duty  MOS 


1-6 


7-12 


13-18 


19-24  * 


25-36 


37-46 


49-60 


60  ♦ 


esponses 


10  9. 


11  9.9 


3 


6.3 


16  14.5 


8 7.2 


8 


431  38.7 


Total 


Period  In 
Months 


Never 


1-6 


7-12 


13-18 


19-24 


25-36 


37  ♦ 


Mo.  1 


13  11.7 


18  16.3 


12  10.8 


11  9.9 


12  10.8 


14  12.6 


31  27.9 


Total  111100.0  Total 


Women 

No. 


Ill  100. 


80  72.1 


B 


Co-Worter  with 
Women 

No.  X 



Race 

5 

4.5 

White 

14 

12.6 

Black 

13 

11.7 

Other 

14  12.6 


11 


Total 

111 

100.0 

111 

100. 

il 


111  100. 


II 


‘Incomplete  or  missing  data. 

Table  A.2.2.9.  Background  Stannary  of  Interviewees  (Aviation) 

A-2-2-10 


5 


33  29. 


9.9  Total  111 


27.1 


I 


NumDer  Respondents:  40 


Age 

(Yrs) 


17-2U 


21-25 


26-3U 


31-35 


36-40 


41-45 


46  + 


Responses 
No.  % 


1 2.5 


11  27.5 


9 22.5 


8 20.0 


6 15.0 


5 12.5 


Grade 


E3-E4 


E5-E6 


E7-E9 


W1-W4 


01-02 


03-04 


05-06 


Responses 
No.  % 


0 


6 15.0 


16  40.0 


11  27.5 


6 15.0 


Months  In 
Duty  M0S 


1-6 


7-12 


13-18 


19-24 


25-36 


37-48 


Branch:  Combat  Engineer 


Responses 


j No.  r 

6 

15.1 

3 

B 

m 

| 10.1 

i 

3 

B 

1 

2.! 

3 

B 

5 

12.! 

15 

37.1 

m 

B 

40 

100.1 

40100.0  Total  40100.0  Total 


Period  In  Supervised  Women  Subordinate  tol  Co-Worker  with  Race  I Responses 


Women 

No. 


Never 


1-6 


7-12 


13-1B 


19-24 


25-36 


37  ♦ 


Total 


No.  X 


50.0  White  14  35. 


15.0  Black  5 12. 


15.0  other 


19  47. 


2.5  Total  40  ttOO. 


40  100.0 


40  100.0  40  100.0 


‘Incomplete  or  missing  data. 

Table  A.2.2.11.  Background  Sunmary  of  Interviewees  (Combat  Engineers). 


A-2-2-12 


Branch  Combat  Engineers 


Number  of  Respondents:  40 


Women  can  work  in  this  Branch  considering  (issue) 

Percentage  in  Peacetime  I Percentage  in  Wartime 


Issue  Agree  Disagree  Agree  Disagree 


NOTE:  Percentages  that  do  not  total  1U01  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.2.2.12.  Summary  of  Interview  Response  (Combat  Engineers). 


Numper  Respondents:  23: 


Branch:  Field  Artillery 


Age 

(Yrs) 

Responses 
No.  % 

17-20 

2 

.9 

21-25 

41 

17.4 

26-3u 

64 

27.2 

31-35 

46 

19.6 

36-40 

54 

23.0 

41-45 

25 

10.6 

46  + 

2 

.9 

Grade 


E3-E4 


E5-E6 


E7-E9 


W1-W4 


Ul-02 


05-06 


Responses 
NO.  % 


35  14.9 


86  36.6 


2 .9 


51  21.7 


48  20.4 


12  5.1 


Months  In 
Duty  MOS 


1-6 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


6U  + 


Responses 


22  9. 


39  16.6 


3 


24  10.2 


20  8.5! 


25 


21  I 8.9 


15  6.5 


68  28.9 


Total 


235  100.0 


Total  235  100.0 


Total 


235  100.0 


Period  In  Supervised  Women  Subordinate  to  Co-Worker  with  Race 


Months 


Never 


1-6 


7-12 


13-18 


19-24 


Total 


235  100.0 


Women 
No.  % 


168  71.5 


8.9 


8.9 


.3 


3. 


.9 


2. 


.0 


235  100. 


Women 

No. 


31 


Bl 


31 


235  100.0 


Responses 
No.  % 


142  60.4  White  111  47.2 


6.8  Black  22 


8.51  Other 


97  41.3 


Total  235 


‘Incomplete  or  missing  data. 

Table  A. 2. 2. 13.  Background  Sunmary  of  Interviewees  (Field  Artillery) 

A-2-2-14 


Number  of  Respondents:  235  Branch  Field  Artillery 

Women  can  work  In  this  Branch  considering  ( issue) 

Percentage  in  Peacetime  Percentage  in  Wartime 


lssue  Agree  Disagree  Agree  Disagree 


HOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 2. 2. 14.  Summary  of  Interview  Responses  (Field  Artillery). 


A-2-2-15 


L . _ _ . A . ...  ..  ..  ^ 


Ntanber  of  Respondents:  26 

Women  can  work  In  this  Branch  considering  (issue) 


ercentage  fn  Peacetime 


Agree 


Issue 


Branch  Finance 


ercentage  in  Wartime 


Agree | Disagree 


IgngHimnjj 


6.  Endurance 


s 


iHfltmiHiumsi 


venes 


WLznnnm 

uflLmiiiiiigi 


pmzizmKfim 

KWniin« 

■SSmosiimiiai 


l B-imQ.ZTlTXAl1~m  i 


-26.  Are  Caoab 


srupt 


NOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.2.2.16.  Stannary  of  Interview  Responses  (Finance). 


A-2-2-17 


Humber  Respondents:  162 


Branch:  Infantry 


Grade 


Responses; 


21-25 


26-30 


31-35 


36-4 


41-45 


46  + 


36  22.2 


36  22.2 


36  22.2 


43  26.6 


8 4.9 


E3-E4 


E5-E6 


E7-E9 


W1-W4 


25  15.4  7-12 


58  35.8 


41  25.3 


29  17.9  ! 37-48 


21  13.0 


20  12.3 


15 


13  8.0 


13  8.0 


5 3.1 


68  42. 


Period  In 
Months 


Never 


1-6 


7-12 


13-18 


19-24 


25-36 


66 

40.7 

105 

64. 

15 

9.3 

21 

13. 

19 

11.7 

12 

m 

11 

6.8 

3 

i. 

16 

9.9 

9 

5. 

13 

8.0 

6 

3. 

22 

13.6 

6 

3. 

45.1  White 


11-7  Black 


13.0  other 


6.8 


8*5  Total 


6.8 


Total 

162 

100.0 

162 

100.0 

162 

100. 

39  24.1 


12 


104  64.2 


162 


Number  of  Respondents:  lo* 

Women  can  work  In  this  Branch  considering  (issue) 


Percentage  In  Peacetime 
Issue  Agree  Disagree 


1.  Strength 


Branch  Infantry 


Percentage  In  Wartime 


Agree  Disagree 


IlI'MiTTiil 


imw 


mm* 


^wiTTOnmii 


|i  JW-ii, 


L'tAJ 

RW 

imi 


tau 

iwo 

imi 

Lmo 


mi 


itw 

RSD 


NOTE:  Percentages  that  do  not  total  loot  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 2. 2. 18.  Stannary  of  Interview  Responses  (Infantry). 


A-2-2-19 


Number  Respondents:  ^ 


Branch:  Kedical 


17-20 


21-25 


6-30 


31-35 


36-40 


41-45 


46  + 


14  30.4 


9 19.6 


5 10.9 


12  26.1 


E3-E4 


E5-E6 


W1-W4 


01-02 


03-04 


05-06 


13  28.3 


18  39.1 


8 17.4 


8.7 


Duty  MOS 

No. 

1-6 

6 

7-12 

H 

3 

19-24 

2 

25-36 

1 

2 

37-48 

6 

49-6U 

3 

60  + 

17 

15.2 


Q 


Total  46  100.0  I Total  I 46  hoo. 


Total 


Period  ln|  Supervised  Women!  Subordinate  to!  Co-Worker  with 


Months 


Never 


Women 

No. 


% 


30.4 


Women 

No. 


Responses 


19-24 


4.4 

2 

6.5 

1 

52.2 

19 

8.7 

46 

100. 

46  100. 


46  100.0 


46  100. 


incomplete  or  missing  data. 

Table  a.2.2.19.  Background  Stannary  of  Interviewees  (Medical) 


4-2-2-20 


Number  of  Respondents:  46  Branch  Medical 

Women  can  work  In  this  Branch  considering  (Issue) 

Percentage  In  Peacetime  I Percentage  In  Wartime 


Issue  Agree  Disagree  Agree  Disagree 


- NOTE:  Percentages  that  do  not  total  loot  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 2. 2. 20.  Sunmary  of  Interview  Responses  (Medical). 


A-2-2-21 


Number  Respondents 


Age 

(Yrs) 


17-20 


21-25 


26-3U 


31-35 


36-40 


41-45 


46  ♦ 


Period  In  Supervised  Women  Subordinate  to  Co-Worker  with  Race  Responses 
Months  Women  Women 


Women 

No. 


Women 

No. 


Never 


1-6 


7-12 


13-18 


19-24 


25-36 


37  ♦ 


Total 


18.8  White 


12.5  Black 


12.5  Other 


6.2 


6.2  Total 


Responses 

No.  % 

IB 

43.8 

2 

12.5 

B 

6.2 

6 37.5 


16  koo.0 


16 

100.0 

16 

100.0 

* Incomplete  or  missing  data. 

Table  A. 2. 2. 21.  Background  Suninary  of  Interviewees  (Military  Intelligence). 

A-2-2-22 


f 


Number  of  Respondents:  16  Branch  Military  Intelligence 

Women  can  work  In  this  Branch  considering  (issue) 

~ Percentage  in  Peacetime  Percentage  in  Wartime 


Issue  Agree  Disagree  Agree  Disagree 


MOTE:  Percentages  that  do  not  total  1001  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 


" Table  A. 2. 2. 22.  S unwary  of  Interview  Responses  (Military  Intelligence). 


A-2-2-23 


Number  Respondents:  &7 


Branch:  Mi  1 i tary  Police 


Age 

(Yrs) 

Responses 
NO.  % 

17-20 

3 

6.5 

21-25 

12 

25.5 

26-30 

m 

14.9 

31-35 

12 

25.5 

36-40 

11 

23.4 

41-45 

1 

2.1 

46  ♦ 

1 

2.1 

E3-E4 


E5-E6 


E7-E9 


W1-W4 


01-02 


Responses 
No.  % 


12  25.5 


14  29.8 


11  23.4 


14.9 


05-06 


Months  In 
Duty  MOS 


1-6 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


60  + 


Responses 
No.  I 


5 10.6 


14.9 


5 10.6 


21  44.7 


47  1100.0  I Total  I 47  1100.0  I Total 


47  100.0 


Period  In  Supervised  Women  Subordinate  to  Co-Worker  with  Race  Responses 
Months  Women  Women 


Never 


1-6 


7-12 


13-lb 


19-24 


25-36 


37  ♦ 


Subordinate  to 

Women 

No. 

t 

27 

57.4 

9 

19.1 

6 

12.9 

Women 

No. 


Race 

Responses 

No.  1 

White 

1 

2.1 

Black 

27 

57.5 

19  40. 


47 


100.0  47  100.0  47  100. 


^Incomplete  or  missing  data. 

Table  A.2.2.23.  Background  Sunmary  of  Interviewees  (Military  Police). 


A-2-2-24 


Percentage  In  Peacetime 


'ercentage  in  Wartime 


Istu®  Agree  Disagree  Agree  Disagree 


HOTE:  Percentages  that  do  not. total.  1U01  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 


Table  A.2.2.24.  Sunnary  of  Interview  Responses  (Military  Police). 


Number  Respondents:  84 


Branch:  Ordnance 


Age 

(Yrs) 

Responses 
No.  % 

Grade 

Responses 
No.  1 

Months  In 
Duty  M0S 

Responses 
No.  X 

17-20 

1 

1.2 

E3-E4 

3 

3.6 

1-6 

17 

20.2 

21-25 

20 

23.8 

E5-E6 

13 

15.5 

7-12 

8 

9.5 

26-30 

17 

20.2 

E7-E9 

30 

35.7 

13-18 

16 

19.0 

31-35 


36-40 


41-45 


46  + 


21  25.0 


12  14.3 


W1-W4 


01-02 


19  22.5 


11  13.1 


19-24 


25-36 


37-48 


49-60 


60  ♦ 


84  1100. 0 | Total  I 84  |100.0  | Total 


26  | 31. 


0 


84  100. 


Subordinate  to 

Women 

No. 

X 

48 

57.1 

16 

10 

11.9 

Co- Worker  with 
Women 

No.  X . 

8 

9.5 

13 

IS. 5 

14 

16.7 

12 

14.3 

13 

15.5 

42 

50. 

6 

D 

3 

3. 

33 

39. 

84 

S3 

19. 


Total 


‘Incomplete  or  missing  data. 

Table  A.2.2.25.  Background  Summary  of  Interviewees  (Ordnance). 

A-2-2-26 


O 


Number  of  Respondents:  84 

Women  can  work  in  this  Branch  considering  (issue) 


Branch  Ordnance 


Issue 


1.  Strenqth 

77  Size 


Percentage  in  Peacetime 


Agree 


TO 

TIT 


Oi sagree 


Percentage  in  Wartime 


Agree 

“TO 


Oi sagree 


3.  Grip 


54.8 

"35TT 


61. T 

TIT 


TTT 

IT 


4.  Coordination 

5.  Arm/Leq  Length 


TTT 


TOT 


“50 


“50 

70 


XT 

2EE 


3 


71 


6.  Endurance 


70.2 


29.8 

IDT 


66 

70 


7.  Menses 


70 

18.1 


6l.9 

13J 


15.7 

TTT 


84.3 


8.  Pregnancy 

9.  Hygiene 


19.5 

14.5 


1U.  Profiles 
11.  Emotion 


T57 


“50 


65.5 


70 

715 


70 

70“ 


T2T  Stress' 


79.5 

70 


T7J 

TIT 


14.  Confidence 
14.  Sain  Respect' 


"50 


TO 
TO 
2?  ) 5 


■tf jr-rnniTiiim 


17.  Mech  Ability 

157 -51TTT  ' 

19.  Make  Effort 


I 24.  T»»  Mark  I 
26.  Are  Capable 


77.  Disrupt 


Li. 


79.3 


J2JL 


85.7 


I'M 


±4 


13.1 

20.7 

21.0 

14.3 

-^TT 


£ 


xL 


.iflxQ 


_2L£. 


JLfl 


iS.S 


I 


if 


70 


J51UL 


-3JLfl 


J£LL 


“50 

70 


W- 


lCT 

34.1 


13.4 


TO 

70 


TTT 

a- 


rr 


l5^ 


13.1 


NOTE:  Percentages  that  do  not  total  1U01  are  due  to  a no  response  from  selected 
Issues  fro*  some  respondents. 

Table  A.2.2.26.  Summary  of  Interview  Responses  (Ordnance). 


A-2-2-27 


Number  Respondents:  53 


Branch:  Quartermaste 


Age 

(Yrs) 


17-2u 


21-25 


26-30 


31-35 


36-40 


41-45 


46  + 


Responses 
No.  % 


15  28.3 


13  24.5 


12  22.6 


11  20.8 


1 1.9 


1 


Grade 


E3-E4 


E5-E6 


E7-E9 


W1-W4 


01-02 


Responses 
No.  % 


1 1.9 


14  26.4 


15  28.3 


12  22.6 


6 11.3 


.9 

U5-06 

3 

5. 

Months  In 
Duty  M0S 


1-6 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


60  + 


Responses 
No.  % 


8 15.2 


9 17. 


6 


14  26. 


Total 

! 53 

[lOO.O 

Total 

53 

100.0 

Total 

53 

1 100. 

Period  ln|  Supervised  Womenl  Subordinate  to  I Co-Worker  with  Race  Responses 


Months 


Never 


1-6 


7-12 


13-18 


19-24 


25-36 


37  ♦ 


Total 


Women 
No.  % 


33  62.2 


Women 

No.  % No.  1 


White  27  50.9 


10  18.9  Black  8 15.1 


8 15.1  Other 


■I 


16  3P.2 


1.9  I Total]  53  100. 


i 


12  22.6 


20  37.7 


53  100. 


14  I 26.4 


13  24.5 


53  100.0 


53  100. 


Mncomplete  or  missing  data. 

Table  A. 2. 2. 27.  Background  Summary  of  Interviewees  (Quartermaster) 

A-2-2-28 


i 


Number  ot  Respondents:  53  Branch  £uaclennaster 

Women  can  work  in  this  Branch  considering  ( issue) 


NOTE:  Percentages  that  do  not  total  1U01  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 


Table  A. 2. 2. 28.  Summary  of  Interview  Responses  (Quartermaster). 


A-2-2-29 


Number  Respondents: 


Branch: 


Age 

(Yrs) 


17-20 


21-25 


26-30 


31-35 


36-40 


41-45 


46  + 


Responses  Grade 
No.  % 


E3-E4 


27  26.7  E5-E6 


16  15.8  E7-E9 


14  13.9  W1-W4 


33  32.7  ul-02 


9 8.9  03-04 


2.0  05-06 


Responses 
No.  % 


8 7.9 


15  14.9 


36  35.6 


17  16.8 


16  15.8 


5 5. 


Months  In 
Duty  MOS 


1-6 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


60  + 


Responses 
No.  % 


18  17.8 


18  17.8 


6!  5.9 


11  10.9 


9 8.9 


9 8.9 


5 5. 


25  24. 


Total 

101 

1 100.0 

Total 

101 

100. 

lo.  % 


6.9 


10  9.9 


17  16.8 


11  10.9 


15  14.9 


36  35.6 


Women 
No.  % 


58  57.4 


19  18.8 


Women 

No. 


3 

m 

20 

19.8 

17 

16.8 

17 

16.8 

be 

m 

17 

16.8 

23 

22.8 

Race 

Responses 

No.  % 

White 

56 

55.4 

Black 

16 

15.8 

Period  Ini  Supervised  Women  Subordinate  to  Co-Worker  with  Race  Responses 


Months 


Never 


1-6 


7-12 


13-18 


19-24 


25-36 


37  ♦ 


25  24.8 


Total  101 


Total 

101 

100.0 

101 

10l|l00.0  10l|  100.0 


* Incomplete  or  missing  data. 

Table  A. 2. 2. 29.  Background  Summary  of  Interviewees  (Signal) 


-2-2-30 


Number  of  Respondents:  101 

Women  can  work  in  this  Branch  considering  (issue) 


Branch  Signal 


Issue 

Percentage  In  Peacetime 

Percentage  in  Wartime 

Agree 

D1 sagree 

Agree 

01 sagree 

trengt 


ze 


ordination 


rm/Leg  Length 


6.  Endurance 


PeIh 

|! K»*UY-i4S 


iene 


es 


otion 


tress 


ence 


lum^un 

its . 


In 


ressiveness 


. Mech 


3U1 


ort 


e 


eadershi 


ould 


re  Capable 


NOTE:  Percentages  that  do  not  total  1001  ere  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 2. 2. 30.  Summary  of  Interview  Responses  (Signal). 


A-2-2-31 


Humber  Respondents: 


101 


Branch:  Transportation 


Age 

(Yrs) 

Responses 
No.  % 

brade 

17-20 

6 

5.9 

E3-E4 

21-25 

24 

23.8 

E5-E6 

26-30 

30 

29.7 

E7-E9 

31-35 

16 

15.8 

W1-W4 

36-40 

19 

18.8 

01-02 

41-45 

5 

El 

03-04 

46  ♦ 

1 

HQ 

05-06 

7-12 


13-18 


19-24 


25-36 


37  ♦ 


Total 


Responses 
No.  % 


31  30.7 


26 


19  18.8 


14  13.9 


Months  In 
Duty  MOS 


1-6 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


60  ♦ 


131  12.9 
I 


5 5. 


6 5. 


331  3 


Total 

101 

100.0 

Total 

101 

100.0 

Total 

Women 

No. 


12 

11. 

17 

16. ! 

12 

11. 

6 

5. 

13 

12. 

16 

15. 

25 

24. 

0 

101 

100. 

Co-Worker  with 
Women 

No.  1 

Race 

1 

1.0 

White 

13 

12.9 

Black 

19 

18.8 

Other 

63 


Total!  101  100. 


ioo. d ioi  ioo. q ioi  ioo. 


incomplete  or  missing  data. 

Table  A.2.2.31.  Background  Summary  of  Interviewees  (Transportation). 


A-2-2-32 


Number  of  Respondents:  101 

Women  can  work  In  this  Branch  considering  (issue) 


Branch  Transportation 


Issue 


ercentage  in  Peacetime 


Percentage  in  Wartime 


Agree 


D1 sagree 


Agree 


01 sagree 


ene 


■tress 


dcnce 


venes; 


srupt 


NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A. 2. 2. 32.  Stannary  of  Interview  Responses  (Transportation). 


A-2J2-33 


Numoer  Respondents: 


Age 

(Yrs) 


17-20 


21-25 


26-30 


31-35 


36-40 


41-45 


46  ♦ 


Responses 
No.  % 


10  17.5 


12  21.1 


17  29.8 


11  19.3 


tirade 


E3-E4 


E5-E6 


E7-E9 


W1-W4 


01-02 


05-06 


Responses 
No.  % 


27  47.4 


14  24.6 


6 10.5 


Months  In 
Duty  MOS 


1-6 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


60  + 


Branch:  Immaterial 


Responses! 


9 15. 


6 10. 


I 


Hi 


1 I 57  1100.0 


57  100.0 


20  35. 


57  100. 


Period  In  Supervised  Women  Subordinate  to  Co-Worker  with  Race  | Responses 


Months 


Never 


-6 


7-12 


13-18 


19-24 


25-36 


37  ♦ 


Total 


Subordinate  to 
Women. 

No.  t 

28 

49.1 

8 

14.0 

2 

3.5 

3 

5.3 

Women 

No. 


White  26  (45. 


10.5  Black  11 


12.3  Other 


19  33. 


3.5 1 Total  57  ILOO. 


11  19.3 


8 | 14. 


23 


31 


100. a 57  100. 


31 


57  100. 


31 


Mncamplete  or  missing  data. 

Table  A.2.2.33.  Background  Sumaary  of  Interviewees  (Branch  Immaterial). 

A-2-2-34 


Number  of  Respondents:  57 

Women  can  work  In  this  Branch  considering  (Issue) 


Issue 


Percentage  In  Peacetime 


Agree  Disagree 


Branch  Immaterial 


Percentage  In  Wartime 


Agree  Di sagree 


vmi 


NOTE:  Percentages  that  do  not  total  lUOt  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.2.2.34.  Stannary  of  Interview  Responses  (Branch  Imaaterlal). 


A-2-2-35 


r 


Numoer  Respondents:  _1_*2_78 


Branch:  Kale  Wrapup 


Age 

(Yrs) 


17-20 


21-25 


26-30 


31-35 


36-40 


41-45 


46  + 


Responses 
No.  % 


3 .3 


232  18.2 


299  23.4 


283  22.1 


320  25. 


121  9.5 


E3-E4 


E5-E6 


E7-E9 


W1-W4 


Responses 
No.  % 


196 


494 


20  1.6 


Months  In 
Duty  MOS 


1-6 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


60  + 


Responses 
No.  X 


163  12.8 


177  13.8 


110  8.6 


91  7.1 


117  9.2 


89 


73  5. 


455  35.6 


Total  1278 


Period  In 

Supervised  Women 

Months 

No. 

X 

Never 

358 

28.0 

1-6 

138 

10.8 

7-12 

153 

12.0 

13-18 

94 

wem 

19-24 

108 

8.5 

25-36 

142 

11.1 

37  ♦ 

285 

22.3 

Women 
No.  X 


859  67.2 


138  10.8 


Women 

No. 


391 

30.6 

157 

12.3 

153 

12.0 

108 

8.4 

103 

8.1 

145 

11.3 

221 

17.3 

Ho.  X 


45. 


525 


8.1  Total  1278 


Total 


1278  100. 


1278 

100.0 

1278 

100. 

Mncamplete  or  missing  data. 

Table  A.2.2.35.  Background  Summary  of  Interviewer  {Male  Wrap  up). 

A-2-2-36 


Number  of  Respondents:  1278 

Women  can  work  In  this  Branch  considering  (Issue) 


Issue 


Branch  Hale  Wrap-Up 


Percentage  In  Peacetime 

Percentage  In  Wartime 

Agree 

01 sagree 

Agree 

01 sagree 

MOTE:  Percentages  that  do  not  total  10UX  are  due  to  a no  response  from  selected 
Issues  from  some  respondents. 

Table  A.2.2.36.  Summary  of  Interview  Responses  (Hale  Wrap  Up). 


A-2-2-37 


Number  Respondents:  140 


Branch:  Female  Wrapup 


Age 

(Yrs) 


17-20 


21-25 


26-30 


31-35 


36-40 


41-45 


46  ♦ 


Responses 
No.  % 


12  8.6 


72  51.4 


26  18.6 


9 6. 


9 6. 


8 5. 


2.9 


E3-E4 


E5-E6 


E7-E9 


U1-W4 


05-06 


Responses 
No.  % 


34  24.3 


51  36.4 


13  9.3 


2 


23  16.4 


12  8.6 


2.9 


Months  In 
Duty  MOS 


7-12 


13-18 


19-24 


25-36 


37-48 


49-60 


31  22.1 


25  17.9 


13  9.3 


13  9. 


12  8. 


16  11. 


9 6. 


Total 

140 

100.0 

Total 

140 

100. 

140  100. 


Period  In  Supervised  Women  Subordinate  to  Co-Worker  with  Race  Responses 


Months 


Never 


1-6 


7-12 


13-18 


19-24 


25-36 


37  ♦ 


Women 
No.  I 


21.4 


42  30. 


Co-Worker  with 
Women 

No.  1 

8 

5.7 

19 

13.6 

23 

16.4 

No.  I 


White  66  47.1 


5 3. 


44 


Total  140 


^Incomplete  or  missing  data. 

Table  A.2.2.37.  Background  Summary  of  Interviewer  (Female  Wrap  Tip). 


4-2-2-38 


Number  of  Respondents:  140 

Women  can  work  in  this  Branch  considering  (issue) 


Percentage  in  Peacetime 


Issue 


trength 


ze 


lESHimi 


Agree  Disagree 


■tiMn  rn 

iMfrarmi 
I ■HBJTlSTTlEnZni  I 
iBUBZIiXJi; 
UWillf 
IULU1 

luiaTTTTsni 

I tfSiu  if  I/17m  I 

tijirmr 


sruot 


Branch  Wrap-Up  For  Females 


Percentage  in  Wartime 


Agree  Di sagree 


NOTE:  Percentages  that  do  not  total  100%  are  due  to  a no  response  fro*  selected 
Issues  from  some  respondents. 

Table  A.2.2.38.  Simnary  of  Interview  Responses  (Female  Wrap  Up). 


A-2-2-39 


Annex  3 


i 


I 


. 


USE  OF  UNIT  CATEGORIZATION  FOR  ASSIGNMENT  OF  WOMEN 

1.  Issue.  EWITA  DIRECTIVE:  "Consider  dividing  Category  I units  into 
Category  1A  (male  only)  and  Category  IB  (Interchangeable)  units." 

2.  Discussion. 

a.  The  current  definition  of  a Category  I unit  Is: 

"A  unit,  organized  under  table  of  organization  and 
equipment,  whose  primary  mission  includes  engaging  and 
inflicting  casualties  and/or  equipment  damage  on  the 
enemy  by  use  of  its  organic  weapons.  Category  I 
status  is  extended  to  Its  corresponding  headquarters  i' 

and  service  companies  whose  mission  is  supporting  and 
providing  assistance  thereto,  and  to  those  command  and 
control  headquarters  habitually  operating  In  the 
forward  portion  of  the  active  combat  area  (forward  of 
the  brigade  rear  boundary).  Category  I units  normally 
operate  In  the  forward  portion  of  the  active  combat 
area,  but  may,  because  of  the  range  of  their  primary 
weapons  and  positionary  requirements,  operate  In  the 
division  and  corps  rear  areas."  (AR  310-25). 

b.  For  purposes  of  satisfying  an  underlying  Intent  of  the  combat 
exclusion  definition,  that  of  not  placing  women  In  units/positions 
where  there  Is  the  likelihood  of  exposure  to  ground  attack.  It  had  to 
be  established  how  far  rearward  sufficient  likelihood  exists.  EWITA 
determined  that  the  forward  maneuver  battalion  operational  areas 
constituted  that  area  where  likelihood  was  sufficient  to  preclude 
women  from  working  on  a sustained  basis.  Accordingly,  maneuver 
battalions  In  entirety  were  closed.  HHC's  may  be  subsequently  opened, 
but  only  for  the  purpose  of  making  the  PAC  positions  Interchangeable. 
This  decision  Is  dependent  on  finalization  of  PAC  location  doctrine. 

, c.  If  the  only  purpose  for  categorizing  units  is  for  assignment 
of  women,  the  definition  of  a Category  I unit  should  be  changed  to 
coincide  with  the  CED,  to  wit: 

"A  unit  whose  primary  mission  Involves  employment  of 
direct  or  Indirect  fire  weapons  (other  than  field 
artillery  and  air  defense  missiles  fired  In  the  non- 
1 ine-of-sight  mechanically  aimed  mode),  and  whose  area 


I 


i 

i 


I 
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of  normal  employment  is  in  the  forward  maneuver 
battalion  operational  areas  and  beyond  to  the  line  of 
contact." 


d.  Besides  assignment  of  women,  there  are  several  other  purposes 
and  programs  that  are  organized  around  the  current  definitions  of 
Category  I,  II  and  III  units.  Examples  are  manpower  authorization 
criteria  (MACRIT),  establishment  of  secondary  missions  (AR  310-31 ) , 
and  authorization  of  equipment  (AR  310-34),  to  name  but  a few. 


e.  A redefinition  of  Category  I units,  with  the  accompanying 
impacts  on  a number  of  other  programs,  is  not  cost  effective.  Units 
can  be  closed  to  women  based  on  results  of  ENITA  simply  by 
identification  of  Interchangeable  positions. 


3.  Conclusions. 


a.  There  is  Insufficient  basis  for  redefining  Category  I units. 


b.  Management  of  women  can  be  achieved  by  establishing  limits  on 
the  total  population  by  MOS,  and  by  Identification  of  Interchangeable 
positions. 


4.  Recommendation.  That  the  An vy  discontinue  the  use  of  Category  I, 
II  and  III  designations  as  a basis  for  assignment  considerations. 


c 


( 
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ANNEX  4 


NON-CONCURRENCES  TO  EWITA 

FINDINGS  ON  CATEGORY  I UNITS 

1«  Identification  of  Nonconcurrences. 

These  were  nonconcurrences  in  the  EWITA  recommendations  pertaining 
to  opening  or  closing  the  units  at  Figure  A.2.4.1,  either  by  a member 
of  EWITA  or  by  a representative  from  the  proponent  school. 


NAME 

TOE 

HHB,  105mm,  155mm,  175mm,  8'*  FA  Bn 
(all  types  - less  radar  a survey  sections) 

6-156, 186, 4U6, 166, 

366,376,426* 

456,716,436. 

386,446 

Tgt  Acq  Btry 

6-3U7 

US  A nqy  FA  Warhead  Spt  Oet 

6-5UU 

FA  Searchlight  Btry 

6-5U7 

HAWK  Btry  (all  types) 

44-236,246,256,266 

HHB  CHAPARRAL/VULCAN  (all  types)  A 

ADA  Malnt,  Radar  A RCAT  TM 

44-326,426,436,726 

44-51U 

US  Anqy  ADA  Missile  Warhead  Sup  Org 
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FIGURE  A.2.4.1.  Units  With  Nonconcurrences. 
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!i.  Discussion. 

a*  HHB,  Cannon  Bn  (all  types).  The  EWITA  recommendation  was 
open.  The  United  States  Army  Fi<jld  Artillery  School  (USAFAS) 
representative  nonconcurred  based  on  the  units  proximity  to  the  FEBA, 
predominance  of  closed  MOS  within  its  structure,  and  role  in 
delivering  fire  upon  the  enemy,  i.e.,  gunnery  and  command  and  control 
involving  the  direct  application  of  combat  power.  The  roles  and 
employment  of  radar  and  survey  sections  were  explained  in  greater 
depth.  After  re-analysis  the  EWITA  Board  recommends  the  units,  less 
radar  and  survey  sections  be  open  to  women.  EWITA  concluded  that  the 
fact  that  most  MOS  are  closed  to  women  is  not  a basis  for  closing  the 
unit.  Except  for  the  radar  and  survey  sections,  the  battle  field 
employment  and  location  of  the  HHB  poses  no  conflict  with  the 
underlying  intent  of  the  combat  exclusion  definition. 

b.  Target  Acquisition  Battery.  The  EWITA  recommendation  was 
open.  The  USAFAS  representatives  nonconcurred  based  on  proximity  to 
the  FEBA  of  unit  elements  and  the  fact  that  most  of  the  MOS  in  the 
unit  are  closed  to  women.  EWITA,  upon  re-analysis,  recommends  the 
unit,  less  radar  and  survey  section,  be  open  to  women.  The  unit,  less 
the  radar  and  survey  sections,  sets  up  operations  well  rearward  of  the 
FEBA.  The  employment  of  the  radar  and  survey  sections  conflicts  with 
the  underlying  Intent  of  the  combat  exclusion  definition.  EWITA 
recommends  these  elements  be  closed. 

C.  U.S.  Army  FA  Warhead  Support  Detachment.  The  EWITA 
recommendation  was  open.  The  USAFAS  representative  nonconcurred  based 
on  the  fact  that  most  of  the  MOS  in  the  units  are  closed.  EWITA,  upon 
re-analysis,  recommends  the  unit  remain  open  to  women  recognizing  that 
the  various  operating  teams  will  In  effect  be  closed  by  a lack  of  open 
MOS.  This  action  allows  the  battery  headquarters  to  be  open  since  It 
secs  up  operation  well  rearward  of  the  FEBA  and  has  open  MOS. 

FA  Searchlight  Battery.  The  EWITA  recommendation  was  open. 

The  USAFAS  representative  nonconcurred  based  on  the  units  employment 
on  or  near  the  FEBA  or  line  of  contact.  EWITA,  upon  re-analysis, 
recommends  the  unit  be  closed  based  on  the  mission  of  providing  direct 
Illumination  in  support  of  tactical  night  operations.  This  mission 
conflicts  with  the  underlying  Intent  of  the  combat  exclusion 
definition. 
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e.  HAWK  battery  (all  types).  The  EWITA  recommendation  was  open. 

The  United  States  Army  Air  Defense  School  (USAADS)  representative 
nonconcured  based  on  the  location  of  the  unit  in  the  brigade  area. 

It  remains  clear  that  HAWK  will  not  be  placed  in  willful  jeopardy  by 
employment  in  relationship  to  the  FEBA  and/or  line  of  contact.  EWITA, 
upon  re-analysis,  recommends  the  unit  be  open  to  women  since  it  will 
seldom  operate  in  the  forward  manuever  battalion  area. 

f . HHb  Chaparrel /Vulcan  (all  types)  and  ADA  Maint  Radar  and  RCAT 
Team.  The  EWITA  recommendation  was  open.  The  USAADS  representative 
nonconcur red  based  on  the  role  and  employment  of  the  forward  area 
alerting  radar  platoon/section/ team.  FM  44-3,  page  6-11,  states  the 
FAAR  system  will  provide  time  sensitive  information  to  the  weapon 
system  crews,  alert  crews  of  impending  air  attack  and  provide 
tentative  aircraft  identification  and  location  so  observers  at  the 
weapon  can  visually  search  a relatively  small  sector  of  airspace. 

When  possible,  the  radars  are  employed  in  secure  areas  no  closer  than 
two  kilometers  to  the  FEBA  or  line  of  contact  to  provide  security  from 
small  arms  and  automatic  weapons  fire.  EWITA  re-analysis  concludes 
that  there  Is  insufficient  distance  from  the  line  of  contact  to 
satisfy  the  underlying  intent  of  the  combat  exclusion  definition. 

Thus,  EWITA  recommends  the  FAAR  pi atoon/ section  of  the  HHB,  and  team 
FB  of  the  ADA  maintenance,  radar  and  RCAT  teams,  be  closed.  The 
other  elements  in  the  organization  should  be  open. 

g.  US  Army  ADA  Missile  Warhead  Support  Detachment.  The  EWITA 
recommendation  was  open.  The  USAADS  representative  nonconcurred  based 
on  the  mission  of  providing,  by  team  composition,  for  the  custody, 
count,  storage,  organizational  maintenance  support,  and  monitoring  of 
nuclear  warhead  sections  and  components  (or  non-nuclear  components)  in 
support  of  a NIKE-HERCULES  unit  of  an  allied  nation.  The  host  nations 
might  object  to  women  in  supervisory  positions.  EWITA  concludes  that 
the  opening  or  closing  of  the  unit  should  be  consistent  with  DA  policy 
on  women  serving  with  allied  units.  However,  based  on  the  EWITA 
criteria  for  analysis,  there  Is  no  basis  for  closing  the  unit. 

h.  ADA  Command,  Staff  and  Fire  Coordination  Teams.  The  EWITA 
recommendation  was  open.  The  USAADS  representative  nonconcurred  on 
the  basis  that  all  the  MOS  In  team  FA  were  recommended  closed  by 
EWITA,  thus  this  team  should  be  closed.  EWITA,  upon  re-analysis, 
recommends  open,  recognizing  that  the  various  operating  teams  will  In 
effect  be  closed  by  lack  of  open  MOS.  The  action  allows  the  unit 
headquarters  (team  AA)  to  be  open.  Team  AA  has  open  MOS  and  normally 
sets  up  operations  well  to  rear  of  the  FEBA. 
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i . HHC,  Brigade,  Airborne  Division  and  Separate  Airborne  Brigade. 


(1)  The  EUITA  recommendation  was  open, 
nonconcurred  with  the  following  rationale: 


An  EWITA  member 


(a)  A discussion  of  what  an  airborne  division  has  or  has  not  done 
since  World  War  II  has  little  relevance  when  discussing  this  issue. 

The  Army  has  made  a conscious  choice  to  maintain  this  flexibility. 

The  types  of  missions  under  active  consideration  for  the  82nd  Abn  Div 
most  definitely  include  the  possibility  and  even  the  probability  that 
the  members  of  the  HHC  will  be  active  participants  in  an  airborne 
assault. 

(b)  To  call  it  noteworthy  that  the  mission  capabilities  of  the 
airborne  brigade  does  not  mention  airborne  assault,  but  does  mention 
that  it  lands  by  parachute  or  aircraft,  leaves  me  groping,  tyy 
conclusion  Is  that  the  Implied  mission  Is  so  obvious  that  it  would 
have  been  redundant  to  have  stated  It. 

(c)  In  discussing  elite  units  and  elite  personnel  (whether  male  or 
female),  a full  consideration  of  the  Issue  must  be  explored.  The 
psychological  Implications  of  altering  the  dynamics  of  elite  units 
must  be  considered.  Binkln  and  Back  (1977)  discuss  the  hypothesis  of 
male  bonding,  particularly  In  matters  involving  control  of 
interferences  to  social  orders,  such  as  politics,  war,  and  police 
work.  This  hypothesis  Implies  that  In  matters  pertaining  to  organized 
aggression  "not  only  will  males  and  females  reject  other  females  as 
potential  leaders  and  defenders,  but  that  males  will  reject  females  as 
colleagues."  If  this  Is  an  accurate  portrayal  it  could  affect  combat 
units.  Military  organizations,  particularly  those  elite  units  closely 
associated  with  a machismo  Image  (such  as  airborne  and  ranger  units), 
tend  to  attract  Individuals  because  of  that  Image.  The  types  of 
volunteer  might  change  If  women  were  Introduced,  perhaps  disrupting 
group  cohesion  and,  hence,  combat  effectiveness. 

(d)  This  unit  can  be  objectively  closed  based  on  other 
considerations,  for  example  the  uniqueness  of  Its  mission. 

(e)  Recommend  It  remain  closed  at  this  time. 

(2)  After  considering  the  nonconcurrence,  EWITA  recommends  the 
unit  remain  open  to  women,  subject  to  determination  of  personnel  (by 
position)  who  would  not  enter  the  airhead  until  after  linkup  occurs. 
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APPENDIX  A-3 

COMBAT  LOSS  REPLACEMENT  CONSIDERATIONS 

1.  PURPOSE.  To  consider  combat  loss  replacement  requirements  and  the 
effects  of an  increasing  number  of  women  in  the  Army. 

2.  DISCUSSION. 

a.  The  US  Army  Is  expected  to  receive  heavy  casualties  during  the 
first  days  of  the  next  war.  Therefore,  to  meet  the  enemy  challenge 
and  win,  the  Army  must  have  the  capability  and  flexibility  of  using 
certain  combat  support  and  combat  service  support  personnel  as 
immediate  replacements  for  casualties  Incurred  by  the  combat  arms. 

This  capability  is  vital  to  maintaining  the  combat  effectiveness  of 
combat  units  prior  to  the  arrival  of  trained  filler  personnel  from 
outside  the  theater. 

b.  'The  Army  has  Interpreted  the  intent  of  Congress  to  be  that 
women  should  not  participate  in  combat  as  a primary  function.  This 
consideration,  coupled  with  the  magnitude  of  the  initial  casualties, 
leads  to  the  conclusion  that  a certain  number  of  positions,  otherwise 
open  to  women  In  combat  support  and  combat  service  support  units,  must 
be  filled  by  men. 

3.  ASSUMPTIONS. 

a.  Activated  National  Guard  and  Army  Reserve  Units  will  be  de- 
ployed as  units  (by  law  for  National  Guard,  total  force  assumption  for 
Army  Reserve  units). 

b.  Priority  for  assignment  of  activated  Individual  Ready  Reserve 
(IRR)  and  Standby  Reserve  personnel  will  be  to  fill  active  Army  units. 

c.  The  majority  of  losses  (greater  than  80%)  will  occur  in  comhat 
arms  MOS  (Historical  Data,  FM  101-10-1  and  USAADMINCEN  studies.  Con- 
tact Major  J.  Jeffrey,  System  Design  Directorate,  USAADMINCEN, 

AUTOVON:  699-3296,  for  tactical  scenario  and  loss  factors  Information 
considered  In  this  analysis). 

d.  Active  Army  training  cadre  at  basic  and  advanced  Individual 
training  centers  will  not  be  used  as  replacements  until  anblllzatlon 
of  Reserve  Training  Divisions  Is  completed  (6U  days  are  assumed  to  be 
required). 
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lhL‘  •i,tTtiny’  Prot'L‘:>ii»y.  “ftl  traininij  of  the-  IKK,  Standby 
Kfcservt*.  and  otlier  personnel  activated  under  similar  circumstances, 
vn  1 1 require  an  average  of  bu  days. 

cl  l!lerDe  w’11  oe  a 5u  percent  show  rate  for  personnel  of  the  IRR 
and  Stan,  by  Reserve.  The  no  shows  are  attributable  to  physical/health 
problens,  essential  occupational  deferments,  and  other  reasons. 

g.  The  analysis  recognizes  that  the  IRR  is  currently  grossly  un- 
derstrength and  continuing  to  deteriorate. 

h.  Sufficient  officer  personnel  are  available  and,  therefore  re- 
placement requirements  for  officers  are  not  considered. 

lectld  scenario?5  #re  b*Sed  °n  1<>SSeS  1n  the  f1rst  90  days  of  the  se’ 
4.  methodology  for  calculation. 

This  analysis  identifies  the  number  of  combat  support  and  combat 
service  support  positions  which  should  be  reserved  for  men.  Criteria 
tor  Identifying  the  positions  are  also  suggested. 

a*  Oetermi nation  of  Reclassification  Requirements. 

(1)  Estimate  total  losses  according  to  the  selected  scenario 
(para  3c)  for  the  first  9u  day  period. 

for  return  w1th1n  theater) 

M°t*  1°ss/yulnerab111ty  factors  from  the  TRAOOC 
Post  Mobilization  Training  Requirement  Study  were  used  for  this  deter- 
mi  nation. 

(3)  Subtract  from  replacement  requirements  those  replacements 

TTOfli: 


(a)  Active  Am\y  sources  not  otherwise  committed  (TDA  positions). 

(b)  IRR/Standby  Reserve  (subject  to  constraints  outlined  In 
mptlons).  Spread  these  replacements  5u%  before  D+60  and  50%  after 


(4)  Result  of  above  subtraction  will  be  those  losses  that  must  be 
replaced  by  MOS  reclassification. 


CMF/MOS  selSectedtastreDiracOTentfjCat1°n  ^equironents  «ro 

Number  of  positions 
set  aside  for  males 
in  selected  MOS/CMF 


‘Strength  of 
selected  MOS/CMF 
i ota l strength,  < 
.selected  MOS/CMF 


Total 
Shortfal  1 


CMF  94 
Set  aside 
positions 


5*  jASIS  FOR  REPLACEMENT  WFffiiip 

The  replacement  requirements 
assessments  In  the  following  MOS 


6.  RESULTS 


a.  The  estimated  reclassification  requirements  to  replace  losses 
Incurred  by  the  combat  arms  MOS  are  summarized  below: 


RECLASSIFICATION 


REQUIREMENTS 


Number 


Estimated 
Total  Losses 
(Less  Theater 
Returned  to 
Duty) 


Vulnerability/ 
Loss  Factors 


.33  to  .UU05 
(Varies  by  CMF/MOS) 


Estimated 
Losses  In 
Selected 
CMF/MOS 


Less  Active  Army 
TDA  Positions  In 
Selected  MOS 


Less  Estimated 
IRR/SR  Replacements 

Estimated  Reclass  Rqmts 


b.  The  MOS  selected  as  possible  sources  of  reclassified  replace- 
ments for  combat  losses  and  their  requirements  are  listed  below  (all 
MOS,  less  medical  and  those  which  require  18  or  more  weeks  of 
training,  are  Included).  These  are  possible  sources  and  are  presented 
as  an  exampl e for  Illustrative  purposes  only. 


Career  Management  Field 

Male 

Reclassification 
Requl rements 
(No.  of  Personnel) 

13 

MOS  150,  15E,  15J , 17B,  17C,  93F 

178U 

16 

All  less  MOS  16P,  16R 

3679 

32 

All  less  MOS  320,  32E,  32H 

1352 

35 

All  less  MOS  35B,  35H 

467 

36 

All  less  MOS  36H 

5361 

51 

All  less  Mos  OOB 

4882 

52 

All  less  MOS  52H,  52J,  52K,  52L,  52M 

3378 

54 

All 

536 

55 

All 

1400 

63 

All  less  MOS  34G,  41C,  41 J 

16915 

64 

All 

9220 

67 

All 

6162 

71 

All 

14725 

72 

All  less  MOS  31Z 

7124 

74 

All 

1283 

76 

All 

14378 

81 

All 

398 

84 

All  less  MOS  26T 

865 

92 

All 

1082 

94 

All 

8314 

95 

All  less  MOS  95D 

■ 8664 

96 

All 

2224 

98 

All  less  MOS  05G,  98C 

2345 

00 

All  less  MOS  35H.  93H 

2972 

TOTAL 

119,506 

NOTE:  Total  Is  less  than  the  requirement  due  to  round  off  of 
niMbers  in  the  computation  of  the  set  aside  positions 
for  each  CMF. 
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This  appendix  contains  the  backup  material  and  data 
jectlve  4.  Contents  are  Indicated  below: 
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Annex  1 

ARMED  FORCES  EXAMINING  AND  ENTRANCE 
STATION  INTERVIEWS  AND  FOLLOW-UPS 

°f  12  enlisted  foule 

soiaiers  were  Identified  and  interviewed  at  the  AFEES.  The  Intervipwc 
M?*?  ^ order  to  gain  insight  into  perceptions  aSd  atm^s 
2L5BI-  pr1or  to  enlisting  in  the  Aty,  and  to  determine,  if 

pos15lve  or  negative  reinforcements  of  those  attitudes 
based  on  the  perceived  experiences  while  in  basic  training  and  AIT? 

2.  Methodology. 

a.  The  female  subjects  were  selected  by  chance.  The  only  dis- 
criminators  were  their  gender,  and  the  date  they  were  to  appear  at  an 

wl£'E"2n*Et«r  selectM  b*5e<l  on  tbe,r 

(1)  Minneapolis,  Minnesota 

(2)  Milwaukee,  Wisconsin 

(3)  St.  Louis,  Missouri 

the  statI^nJe"'-R?«Jnn*rVlTd  aslted  10  respond  in  writing  to 
Bas*d  on  *hat  you  know  now  #bout  the  Job  you  will  be 
Jr9  ?hat  y0u  kno"  now  about  the  Arey,  what  do  you  think  your 
ole  will  be  as  a soldier  and  what  do  you  think  you  will  be  do*ng?" 

/xiidi*3  InterYiews  were  conducted  at  three  stages  as  Indicated  below 
tb,  W,  ""  AFEES-  °"'*  lU  '“"I**! 

(1)  Prior  to  enlistment  at  selected  AFEES. 

(2)  While  In  the  process  of  receiving  basic  training, 
status!  Aft*r  coaiplet1on  of  bas1c  training,  while  In  a AIT  or  OJT 

the  bislc  trffnirnHa!„JrfT?  up  the  selected  Individuals,  keyed  to 
c training  and  AIT  stations.  In  the  follow-up  Interviews  the 

S****?**  *t?,re$pond  1n  writl  ng  how  they  tSn  SfTlSt  th. 

sunn  If  ”"ir  *K,tu<,*s  hM 
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■A.  Pi  scussion. 

a.  During  the  initial  interviews,  the  subjects  were  uncertain  as 
to  what  would  be  expected  of  them,  either  in  the  Army  generally,  or  in 
basic  training  specifically.  Most  expected  basic  training  to  be 
largely  physical  in  nature.  All  indicated  that  the  recruiter,  in  each 
case,  had  not  been  overly  informative  or  specific  about  their  train- 
ing. Most  of  the  subjects  did  not  have  a firm  idea  of  what  the  term 
"combat"  entailed,  and  had  a hard  time  relating  their  feelings,  pro  or 
con,  on  this  aspect. 

b.  During  the  first  follow-up  interview  (basic  training),  a posi- 
tive attitude  was  evident  in  all  lu  subjects.  Basic  training  was 
viewed  as  a challenge  to  be  met  and  mastered.  No  major  complaints 
surfaced,  except  for  the  restatement,  in  some  cases,  that  the  Individ- 
ual recruiter  should  have  been  more  specific  in  describing  v it  to 
expect.  One  item  of  interest  was  that  most  of  the  subjects,  now  that 
they  had  an  Idea  of  what  combat  might  entail,  were  confident  In  their 
abilities  and  training. 

c.  The  final  Interviews  were  conducted  either  during  AIT  or  soon 
after  the  subject  had  graduated.  Most  subjects  felt  that  AIT  was  much 
more  relaxed,  and  noticed  a "nicer"  attitude  on  the  part  of  the  drill 
sergeants.  It  was  during  these  sessions,  however,  that  the  first 
negative  comments  were  heard  about  training  and  ultimate  assignment. 
The  negative  comments  were  related  to  a lack  of  information  on  what 
duties  a particular  MOS  required,  as  explained  prior  to  enlisting. 

(1)  Prime  examples  were  the  three  subjects  assigned  for  AIT  at 
Fort  Gordon,  GA.  All  claimed  ignorance,  prior  to  their  AIT,  that  the 
MOS  for  which  they  were  being  trained: 

(a)  Were  tactical  in  nature. 

(b)  Required  physically  demanding  tasks,  such  as  the  erection  of 
antennas. 


(c) 

field. 


Required  spending  more  than  one  or  two  weeks  a year  In  the 


These  three  subjects  stated  that  had  they  realized  what  was  Involved 
In  the  performance  of  their  MOS  tasks,  they  would  not  have  chosen  the 
signal  field. 

(2)  One  female  attending  a self-paced  clerk-typist  course,  was 
unhappy  with  the  fact  that  she  had  been  sent  to  typing  school  for  five 
dtys,  and  given  fifteen  dqys  OJT.  During  the  OJT  phase  she  had  been 
sent  on  range  details  and  was  also  required  to  scrape  and  wax  floors. 
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Her  chief  complaint  was  that  since  she  already  knew  how  to  type,  and 
all  the  pertinent  formats  and  regulations  were  available  at  her  duty 
station,  the  schooling  and  OJT  were  a waste  of  her  time.  She  said, 
however,  that  she  enjoyed  her  current  Job  very  much,  and  her 
supervisor  stated  that  she  was  doing  an  outstanding  Job. 

(3)  One  other  trainee  was  deeply  disappointed  In  that  she  had  not 
qualified  for  the  pharmacy  school  she  wanted  because  of  the  lack  of  a 
course  In  chemistry.  She  had  been  In  the  Delayed  Entry  Program  for 
almost  a year,  and  said  that  If  she  had  been  told  by  her  recruiter 
that  she  needed  the  chemistry  course,  she  could  have  taken  it.  Even 
though  she  felt  she  had  been  lied  to  by  her  recruiter,  her  attitude 
was  good  about  the  Army.  She  was  destined  for  a clinical  specialist 
course  In  the  medical  field. 

4.  Conclusions. 

a.  All  subjects  felt  some  uncertainty  about  what  would  be  ex- 
pected of  them  In  basic  training,  and  the  possible  role  of  women  In 
combat.  Once  Involved  In  the  training  program,  however,  all  subjects 
experienced  a feeling  of  confidence  and  pride  In  their  abilities,  and 
felt  that  If  called  upon,  they  could  have  performed  In  a combat 

envl  ronment. 

b.  The  first  signs  of  discontent  were  noticed  In  AIT,  and  stemmed 
from  a difference  In  requirements  of  a job,  as  opposed  to  what  the 
subjects  had  been  led  to  believe  about  their  ultimate  MOS  duties  by 
their  recruiters. 

5.  Recommendations. 

a.  That  US  Army  Recruiting  Command  Insure  recruiters  are  well 
Informed  on  MOS  requirements,  or  have  the  means  to  verify  Information 
Imparted  to  enlistees,  regarding  requirements  or  prerequisites  for  a 
particular  field  of  training  or  education. 

b.  That  all  enlistees  be  given  factual  Information  about  what  to 
expect  regarding  their  training,  both  the  pleasant  and  the  demanding 
aspects. 


A-4-1-3 


Leadership  and 
Women  in  the  Army 


A-4-2-1 


Prepared  by: 

Captain  Nark  Foley 
as  a member  of 
the  Directorate  for 
the  Evaluation  of 
Women  in  the  Army 


INTRODUCTION.  The  issue  ot  leadership  in  the  WITA  evaluation  will  De 
examined  fn  two  major  areas;  (1)  women  as  leaders  and  (2)  leaders  of  men 
and  women.  This  examination  will  explore  what  characteri sties,  if  any,  of 
women  make  their  ability  to  lead  different  from  their  male  counterparts; 
how  leadership  plays  an  instrumental  role  in  man's  acceptance  of  women  in 
non- traditional  jobs;  female  self-image;  and  equity  of  opportunity  and 
responsibility.  The  discussion  will  be  based  on  research  of  the 
literature,  previous  military  studies,  and  analysis  of  WITA  field 
observations  and  survey  data. 

SIGNIFICANT  FACTS. 

a.  More  women  officers/supervisors  are  coming  into  the  Army. 

b.  Women  will  be  required  to  serve  in  the  same  leadership  positions  as 
their  male  counterparts  if  they  are  to  compete  equally  for  professional 
advancement. 

c.  Women  are  now  attending  basic  training  and  officer  commissioning 
schools  with  their  male  counterparts. 

d.  Women  are  now  serving  in  formerly  all  male  units. 

e.  There  are  still  dual  standards  which  are  prejudicial  to  both  men 
and  women. 

f.  There  are  insufficient  role  models  within  the  Army  for  female 
leaders. 

DISCUSSION. 

Leadership  is  an  illusive  if  not  somewhat  illusory  subject.  From 
Carlyle's  "Great  Man  Theory",  to  traits,  principles,  and  the  tri-focal 
view,  attempts  have  been  made  to  explain  the  nature  of  good  leadership. 

This  Is  particularly  difficult  when  discussing  female  leadership  because  of 
the  lack  of  significant  numbers  of  women  In  leadership  positions.  This 
discussion  will  not  attempt  to  explore  the  whole  issue  of  leadership,  but 
will  examine  those  factors  which  cause  real  or  perceived  differences  In 
male/female  leadership. 

The  manner  In  which  an  individual  approaches  the  role  of  leader  sets 
the  tone-or  style  of  his/her  leadership.  There  are  factors  that  enhance 
one's  ability  to  lead,  and  others  that  mitigate  against  It.  In  American 
society  today,  "the  values  and  beliefs  that  we  hold  as  a nation  have 
created  institutions  whose  norms  and  rules  create  barriers  to  women's  full 
and  equal  participation".  (Zellman  lW7b).  "Differences  in  activity.  In- 
fluence, and  task  orientation  between  males  and  females  have  been  noted  In 
small  group  research  and  have  been  attributed  to  differences  In  sex- role 
socialization.  Similar  differences  in  behavior  are  predicted  from  the 
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formal  theory  of  status  characteristics  and  expectation.  Methods  for 
improving  the  Imbalance  in  power  and  prestige  between  males  and  females  in 
work  groups  are  also  derivable  from  theory".  (Lockheed  and  Hall  1976). 

In  looking  at  the  current  social  structure,  there  is  compelling 
evidence  to  indicate  that  in  leadership  roles  women  will  be  significantly 
less  effective  than  men. 

WI fA  evaluation  survey  data  supports  this  thesis  when  perceptions  about 
women  are  closely  examined  (Figures  A.4.2.1  through  A.4.2.4).  Branches  of 
the  Army  having  the  most  experience  with  female  soldiers  rate  women  higher 
than  combat  arms  branches  in  all  areas  but  one,  leadership.  Whether  this 
judgement  is  real  or  perceived  Is  not  the  only  issue.  The  perception  of 
women  s inability  to  lead  will  affect  their  capability  to  perform,  and. 
therefore,  has  significance. 

The  overriding  Influence  is  the  conceptualization  of  the  women's  role 
by  both  men  and  women.  This  is  buried  in  our  beliefs,  values,  and  norms. 

be  ?ound  1n  Megargee1 s (1969)  study  showing  that  sex 
role  conflict  inhibits  the  manifestation  of  dominance.  In  his  research, 
Megargee  found  that  75%  of  high  dominance  men  and  7U%  of  high  dominance 
women  took  leadership  roles  when  working  with  low  dominance  partners  of  the 
same  sex.  When  high  dominance  men  and  low  dominance  women  were  paired,  90% 
of  the  men  assumed  leadership.  However,  when  high  dominance  women  and  low 
dominance  men  were  paired,  dominance  conflicted  with  sex  role.  This 
mhibited  assunption  of  leadership  by  the  high  dominance  women.  Only  20% 
took  leadership  over  their  male  partners.  Further  study  indicated  that  the 
lack  of  leadership  on  the  women's  part  was  mostly  their  decision  and  not 
due  to  increased  assertiveness  from  their  male  partner.  Through  socializa- 
tion, by  the  time  women  are  adults,  most  have  learned  a set  of  behaviors, 
attitudes,  and  choices  that  are  Incompatible  with  positions  of  power  and 
prestige. 

Sichel  (1977)  reports  findings  similar  to  Megargee  when  investigating 
women  In  the  New  York  Police  Department.  The  study  found  that  the  women 
were  less  likely  than  men  to  join  male  partners  In  taking  control  of  a 
situation  or  jointly  making  a decision.  However,  when  the  women  patrolled 
with  other  women,  their  behavior  differed;  they  were  more  active, 
assertive,  and  self-sufficient. 

Frieze  and  Ramsey  (1976)  studied  non-verbal  behaviors  and  found  that 
certain  cues  differentiate  men  and  women;  men  display  more  dominance  and 
high  status  cues,  and  women  more  liking  and  warmth  In  their  non-verbal 
expressions.  These  sex  differences  perpetuate  sex  role  stereotypes,  are 
particularly  resistant  to  change  because  of  their  nonconsclous  nature,  and 
serve  to  maintain  traditional  sex  roles. 

Until  the  socialization  process  of  the  American  society  as  a whole 
meliorates  those  factors  In  personality  development  that  work  against 
women  developing  leadership  potential,  the  Amy  must  continue  to  emphasize 
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: Gains  Respect  • In  general  women  can  gain  the  respect  of  fallow  team  members  in  any  MOS  or  unit  to  which  they  may  be  assigned 
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Figure  AA3J3  Summary  of  Questionnaire/I  nterview  Responses,  Peacetime  and 

Wartime,  on  Issue  - Gains  Respect. 


the  leadership  and  professional  training  of  women.  This  is  not  a call  to 
separate  female  leadership  instruction;  separate  but  equal  leads  to  the 
general  perception  of  separate  and  unequal.  This  is  a call  for  the 
development  of  courses  of  instruction,  at  all  levels  of  the  military 
education  process,  which  are  designed  with  full  awareness  of  the  problems 

-n5°  leadershiP  roles.  Women  undertaking  identical 
leadership  and  skill  training  as  their  male  counterparts  will  most  likely 
experience  positive  improvements  in  self-image  and  potential  leadership 
behavior.  This  in  turn  will  alter  the  males  beliefs  and  values  toward 
women  as  soldiers  and  leaders. 

A distinct  problem  in  the  socialization  process  at  both  the  NCO  and  officer 

abf?ncf  °f  role  ■*•!*  uP°n  »Mch  to  pattern  the  development 
of  their  leadership  behavior.  0‘Leary  (1974)  cites  an  abundance  of 

literature  suggesting  the  importance  of  female  role  models  to  aid  in  the 
acculturation  of  women  into  non- traditional  roles.  To  defy  societal  role 
expectations  requires  a strong  personality,  particularly  since  few  females 
have  the  opportunity  to  observe  models  of  women  who  are  intelligent 
?o7oaCt^e’  and  ^®sPecJe(1  in  their  careers.  O'Leary  references  Shein's 
197^  work  suggesting,  that  If  a woman's  self-image  Incorporates  the 
feminine  role  aspects  she  may  be  less  likely  to  acquire  those  job 
characteristics  or  engage  in  behaviors  associated  with  the  masculine 
managerial  position,  since  such  characteristics  and  behaviors  are 
Inconsistent  with  her  self-image,  unless  viable  role  models  are  available 
to  her  who  represent  the  integration  of  the  best  of  both  worlds".  O'Leary 
proposes  that  the  mere  imitation  of  the  male  managerial  style  by  a female 
cannot  necessarily  be  expected  to  result  in  a viable  model  to  be  emulated 
by  other  women.  The  absence  of  female  role  models  functioning  successfully 
in  masculine  sex  role  appropriate  positions  may  be  considered  a barrier  to 
the  occupational  aspirations  ana  achievement  directed  behaviors  of  women  In 
the  labor  force. 

The  problem  that  arises  In  seeking  female  role  models  for  women  leaders,  is 

does  not  have  enough  to  go  around  yet.  The  Sichel 
(1977)  hew  York  police  study  suggested  in  Its  findings  that  "partnering 
women  who  are  newly  assigned  to  patrol  with  older,  more  experienced  female 
patrol  officers  who  can  serve  as  role  models,  at  least  for  an  Initial 
period,  would  enhance  their  career  development  by  freeing  them  from  the 
constraints  of  male- female  role  behavior.  The  alternative,  although  not 
wholly  sufficient  to  meet  the  challenge  of  providing  an  adequate  number  of 
female  role  models,  would  be  to  encourage  good  female  leaders  in 
traditional  areas  to  move  toward  non- traditional  skills. 

Another  aspect  of  women  In  leadership  positions  is  the  achievement 
motivation  of  women.  Horner  (197*)  first  demonstrated  a "fear  of  success" 
among  abU  college  women.  Investigation  showed,  that  under  certain 
conditions,  women  evidenced  a decline  In  motivation  after  arousal 
conditions  (French  and  Lesser,  Llplnskl  1964).  Horner  postulated  that 
there  is  a motive  to  avoid  success  that  operated  in  able  women  who  are  also 
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motivated  to  achieve*  Hoffman  ( 1 y 7 7 ) replicated  Horner's  stuay  and 
introduced  variations  in  the  cue  used  to  measure  fear  of  success.  None  of 
these  variations  diminished  fear  of  success. 

The  psychological/sociological  studies  cited  in  this  discussion  lend 
credence  to  the  proposal  that,  given  the  current  social  structure,  there  is 
compelling  evidence  to  indicate  that  in  leadership  roles  women  will  be 
significantly  less  effective  than  men.  However,  this  does  not  mean  that 
women  are  poor  leaders,  nor  that  they  are  ineffective  In  mixed  groups,  but 
there  is  a tendency  or  potential  for  them  to  be  less  effective  relative  to 
their  male  counterparts.  It  does  suggest  that  proportionately  more  men 
will  be  more  effective  leaders  than  women.  A study  of  military  leadership 
perceptions  will  assist  in  further  study  of  this  issue. 

A 1^72  Naval  War  College  survey  (N  = 4b2)  (Fox,  1977)  looked  at  the  issue 
of  leadership.  Several  of  the  questions  deal  with  the  acceptance  of  men 
and  women  in  leadership  roles.  Tne  concensus  appears  to  be  that  women 
accept  men  or  women  as  leaders,  however,  men  have  some  difficulty  accepting 
women  in  this  role.  The  results  of  questions  asked  of  naval  officers 
concerning  the  effectiveness  of  women  in  the  command  role  tend  to  support 
other  military  studies.  Tne  men  were  generally  favorable  toward  women  in 
leadership  positions  and  the  majority  feel  they  can  be  effective. 

a.  Career  development  patterns  for  women  line  officers  should  be 
designed  to  include  the  possibility  of  command  in  shore  activities  not 
requiring  operational  experience,  e.g.,  communications  stations. 

▲ j • a j j . » ...  . .. 


training  activities,  recruiting  stations. 

HEN  WOMEN 

Agree  6a  ■ g*, 

Disagree  2b  3 

b.  Women  officers  are  temperamentally  suited  for  command. 

MEN  WOMEN 

Agree  3b  73 

Disagree  29  n 


c*  Women  officers  can  give  orders  as  effectively  as  men. 


Agree  49 

Disagree  3u 


WOMEN 

89 
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Biinfn»Wfmeni are  not  really  line  officers  and  should  not  be 
eligible  for  (line)  command  billets  except  those  related  to  the 
administration  of  women. 


Agree 

Disagree 


MEN 

41 

47 


WOMEN 

2 

94 


tl  W*mel?  as  ?*sex*  as  a general  rule,  are  not  able  to  stand  the  stress 
and  the  strain  related  to  being  a commanding  officer. 


Agree 

Disagree 


MEN 

29 

4b 


WOMEN 

4 

SI 


...  0vera11  1n  the  Naval  War  College  study  as  well  as  several  Army  studies 
the  men  support  women  In  leadership  and  command  positions;  however.  In  all 
cases  their  support  was  not  nearly  as  strong  as  that  of  the  women,  for 

I!le^a1n  areaJ"  w£1ch  women  ana  "*n  disagree  on  command  and 
leadership  is  In  the  area  of  combat.  Men  have  a strong  stance  against 
women  In  direct  combat  and  this  Is  emphasized  even  more  by  their  seemingly 
stan<1  <>n  the  other  aspects  of  women  In  command  and  leadership 

The  positive  attitude  of  women  to  female  leadership  abilities  may  be 

w1th  Me9ar9ee’ s research  showing  that  sex  role 
conflict  inhibits  the  manifestation  of  dominance.  However,  the  military 
studies  show  us  female  attitudes,  they  do  not  test  If  these  attitudes  would 
be  manifested  In  actual  performance.  Also,  we  are  not  able  to  determine  If 
females  in  the  military  are  considerably  more  self  confident  In  leadership 
and  non-traditlonal  roles  than  most  women  In  our  society.  While  this  Is 
likely,  we  have  no  proof  at  this  time.  However,  even  If  this  Is  true, 
Horner  s research  on  “fear  of  success"  demonstrates  that  even  women  with  a 
high  need  for  achievement  were  afraid  to  succeed.  This  built  In  cultural 
inhibitor  may  tena  to  degrade  performance  even  In  apparently  self-confident 
women  who  may  have  sought  out  the  military  In  an  effort  to  meet  their  need 
for  achievement. 

In  the  WITA  evaluation  research  effort,  perceptions  of  female 
leadership  ability  varies  only  slightly  between  men  and  women.  However,  It 

« less  positive  response  In  male  perceptions  of 
female  leadership  ability  (see  Figure  A.4.2.5). 
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1U  12  14  16  18  2u  U 24  26  28  3u  32  34  36  3tt  40  42  44  46  48  5U 
Percent  Soldiers  Who  Perceived  Leadership  as  a Problem. 

Peacetime 

Figure  A.4.2.S.  Soldiers  Perceiving  Leadership  as  a Problem. 

An  interesting,  but  Inconclusive  observation  is  the  relationship 
^?®nipe!!cepti0?s  leadershiP  ability  versus  experience  working  for 
rZ?,l  1®aders*  In  the  MITA  interviews  with  various  chains  of  command  in 

2!iL!nl2V!rSe?sNwe  found  tha*  the  more  experience  a subordinate  had 
working  tor  female  leaders,  the  less  positive  ^e  was  in  his  confidence  with 
women  as  leaders.  This  observation  was  not  borne  out  In  an  analysis  of  the 

41?  *??  WITA  Rwestlonnalres,  experience  with  female 
resulted  in  virtually  no  change,  or  a slightly  more  favorable 
attitude  in  female  leadership  ability. 

was  Us  Vj>lllCV*ce  diJIer?nfe  b?tween  the  interview  and  the  questionnaire 
was  its  sample  base.  The  interviewees  were  chain  of  command  members  while 

S?  sample  "as  based  on  the  respondent’s  MOS.  The  demograph- 

ic?* the  two  survey  populations  could  lead  us  to  hypothesize  that  younger 
soldiers  are  more  receptive  to  women  In  leadership  roles.  The  WITA 
research  effort  did  not  attempt  to  prove  that  hypothesi s,  and  Is  therefore 
Insufficient  In  scope  to  fully  address  the  questions.  However  the  proposi- 
tion as  an  observation  Is  not  without  precedence.  REF-WAC  77  cited  the  re- 
luctance of  NCOs  toward  acceptance  of  female  soldiers. 


i)Ln!?2UKw  ™li°  b®  n2ted, that  there  is  a significant  degradation  ot 
conndence  by  males  in  female  leadership  within  a hypothesized  combat  envi- 
ronment versus  the  peace  time  situation.  These  perceptions  may  ultimately 

°r  I"  tact  ^rue’  ?ut  the  P°tenTial  for  problems  stemming 
from  a lack  ot  confidence  in  one  s leader  when  entering  a combat 

• Increased  successful  utilization  of 

^STI.1  *IJeld  *xerc1s?s  as  garrison  situations  should 

mitigate  against  this  unfavorable  perception.  One  of  the  keys  to  this  is 

training  of  all  female  soldiers  In  combat  tactics  related  to  their  branch 
employment,  and  in  the  techniques  of  living  In  the  field.  The  female 

?°d  S°)^er!  enteri"9  the  Army  are  receiving  training  in  these 
♦h!  * ,!l0ni!  Wltll  5helr  ma1e  counterparts;  however,  most  women  alreaay  in 
had  s“batantially  less  training  and  experience  in  these 
areas  than  the  men.  Well  designed,  organized  training  of  this  nature  would 

??ie?tr!!!?!  y valuabJe  toward  the  goal  of  equal  utilization  of  women,  under 
all  conditions,  with  their  male  counterparts* 

Leadership  and  Management 

Leadership  plays  an  Instrumental  role  In  male  acceptance  of  women  in 
non- traditional  jobs,  female  self-image,  and  equity  of  opportunity  and 
responsibility.  Both  MAX-WAC  (1977)  and  REF-WAC  (1977)  found  no  signifi- 
cant loss  of  unit  effectiveness  from  test  percentages  of  women  content. 

But,  both  tests  did  pinpoint  fundamental  problems  related  to  leadership. 

In  some  cases,  women  are  treated  as  unique  when  they  should  be  treated  as 
equal  to  their  male  counterparts.  In  other  cases  the  peculiar  needs  of 
women  have  not  been  recognized. 

"The  performance  of  women  - possibly  more  so  than  men  - was 
affected  by  leadership  and  management  policies.  Leadership 
and  management  problems  were  widespread  among  the  units 
observed  and  appear  to  be  the  underlying  causes  of  most 
problems  involving  women  in  the  Army."  (Beckwith  1977) 

A serious  problem  In  this  area,  and  often  a roadblock  to  effective 
leadership  and  management.  Is  bias.  Bias  with  respect  to  women  tends  to 
run  the  range  from  protectionism,  to  preferential  treatment,  to  hostility. 
An  attltudlnal  survey  conducted  at  two  Army  posts  In  1977  (Foley,  1977) 
revealed  that  the  majority  of  the  women  felt  they  were  given  equal 
opportunities  with  males  In  their  units,  and  could  do  their  assigned  job 
satisfactorily.  However,  when  It  came  to  questions  of  bias  and  special 
treatment,  44%  of  the  women  felt  males  In  their  unit  were  prejudiced 
against  them  In  the  work  environment.  On  the  other  hand  the  vast  majority 
of  the  men,  71%,  felt  that  females  in  their  unit  received  special  treat- 
ment.  Both  sexes  agreed  that  women  are  not  treated  with  proper  respect  as 
soldiers.  Nearly  half  of  the  men  Indicated  a willingness  to  have  more 
females  assigned  to  their  unit. 
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a.  Lto  you  feel  you  are  given  equal  job  opportunities  with  males  In  your 
unit? 

1.  Yes  56% 

2.  Mo  32% 

b.  Do  you  feel  males  In  your  unit  are  prejudiced  against  you  In  work 
activities? 

1.  Yes  44% 

2.  No  36% 

c.  Do  you  feel  males  treat  you  with  proper  respect  as  another  soldier? 

1.  Yes  37% 

2.  No  44% 

d.  Do  you  feel  females  In  your  unit  can  ao  their  assigned  joo  satisfacto- 
rily? 

1.  Yes  66% 

2.  No  2tt% 

e.  Do  you  feel  that  females  In  your  unit  get  special  treatment  just 
because  they  are  female? 

1.  Yes  77% 

2.  No  17% 

f.  As  a soldier  would  you  want  more  females  assigned  to  jobs  In  your  unit? 

1.  Yes  46% 

2.  No  36% 

g.  Do  you  feel  the  male  soldiers  In  your  unit  treat  the  females  with 
proper  respect  as  soldiers? 

1.  Yes  3b% 

2.  No  47% 
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, Many  of  the  biases  can  be  attributed  to  societal  sex  role  stereotyping. 
0 Leary  (1974)  refers  to  society  as  assigning  particular  characteristics  to 
males  and  females  for  the  purpose  of  enhancing  performance  in  traditional 
sex  roles.  Analysis  of  those  characteristics  reveal  those  most  valued  in 
men  to  be:  competency,  including  items  such  as  objectivity,  skill  in 
business,  ana  decision  making  ability.  Female  valued  traits  were  in  the 
areas  of  warmth  and  expressiveness.  The  conclusion  Is  that  society's 
"ideal"  female  does  not  possess  male  valued  traits. 

An  additional  source  of  bias,  and  one  of  particular  interest  to  the 
Army  because  of  its  potential  for  correction,  is  that  caused  merely  by 
lack  of  knowledge  or  misinformation.  This  area  includes  physical 
capabilities,  menses  and  hygiene,  and  stress.  REF-WAC  77  cited  a general 
NCU  attitude  that  although  women  performed  well  in  their  MOS  tasks,  most 
supervisors  didn't  want  women  around.  The  reasons  they  cited  most  often 
were  strength  factors,  risk  of  exposing  women  to  combat,  and  added  problems 
in  hygiene,  sanitation,  and  billeting.  Tnese  are  areas  where  the  general 
distribution  of  factual  information  as  to  the  limitations,  or  lack  there- 
of, needs  to  be  accomplished  in  order  to  change  the  beliefs  and  behaviors 
of  supervisory  personnel.  A complete  discussion  of  the  major  issues  cited 
above  are  presented  in  Chapter  2,  paragraph  2.3.4.4.e  (menses  and  hygiene) 
and  paragraph  2.3.4.2.b  (physical  capability). 

To  further  estimate  the  impact  of  perceptions  on  leadership  and  based 
on  these  perceptions  hypothesize  the  impact  of  complete  and  effective 
integration  of  women  in  the  Army,  the  WITA  evaluation  examined  the 
attitudes  of  leaders  in  the  field  and  at  NCO  and  officer  professional 
development  schools.  The  results,  while  not  pessimistic,  are  not  totally 
reassuring  toward  the  goal  of  effective  leadership  and  management  of  women 
soldiers  (see  Figures  A.4.2.2  through  A.4.2.b). 

A closer  look  at  comments  by  the  respbndents  attending  Command  and 
General  Staff  College  can  give  additional  insight  into  the  depth  of  the 
problems  of  leading  ana  managing  female  soldiers.  Blatant  bias,  sincere 
concern,  and  ultra-liberalism  can  be  seen  in  the  comments.  This  demon- 
strates the  problem  with  attempting  to  find  quick  solutions  for  issues  gen- 
erated by  values  acquired  through  a life  socialization  process  which  did 
not  traditionally  include  women  as  an  integral  part  of  the  military. 


Representative  CGbl  Student  Comments 


AGE  SEX  RANK  SR  YRS  SVC  COMMENT 


37 

M 

04 

11 

lb 

"Sex  and  combat  don't  mix  but  men  a women  always  do". 

33 

M 

04 

48 

11 

"Would  be  an  asset  If  attractive". 

33 

M 

04 

14 

11 

"They  should  be  excluded". 

33 

M 

04 

11 

11 

"Women  should  be  Kept  in  administrative  jobs". 

33 

M 

04 

12 

11 

"Don't  belong". 

39 

M 

Ob 

92 

16 

"Too  many  women  get  more  than  their  fair  shake 
simply  because  they  are  female". 

35 

M 

Ob 

11 

18 

"Employ  women  in  Army  only  for  clerks,  secretaries, 
radio  control,  and  hospital  work." 

37 

M 

Ob 

47 

lb 

“Should  not  be  in  the  combat  zone". 

3u 

M 

04 

91 

11 

"Change  cultural  habits  then  integrate  women 
into  the  Army". 

3b 

M 

04 

12 

14 

"...  some  exceptionally  strong/masculine  women 
could  perform,  but  no  1 ady  would  . . . .". 

34 

M 

03 

74 

12 

"1  have  known  many  women  in  the  Army  in  social 
situations  and  respect  their  professional  ability 
however,  ...  I would  not  want  them  in  my  unit". 

37 

M 

04 

lb 

14 

"If  a person  meets  the  skill  qualification  for 
a job  and  wants  to  do  that  job,  let  them  do  it  - 
fill  the  job  based  on  the  Individual  and  stop 
all  the  generalization  bullshit  about  women  as 
a group.  It  is  also  apparent  that  the  Army 
doesn't  know  the  requirements  for  job  positions". 

34 

M 

04 

11 

14 

”...  women  can  perform  the  task.  The  problems 
are  social  and  psychological.  Let's  modernize". 

30 

M 

04 

13 

14 

"1  feel  that  some  women  can  do  the  job  as  well 
as  some  men  and  sex  should  not  be  a factor  in 
assignment". 

3b 

M 

04 

91 

lb 

"The  only  real  limiting  factor  Is  our  crippling 

perceptions  of  what  a woman  can  and  cannot  do 
ar.d  these  perceptions  are  not  only  those  which 
the  men  have,  but  the  self  perceptions  women  have. 
Overcome  this  and  they  can  do  anything*1. 
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"Physically  a 98  lb  woman  can  tight  a war  as 
well  at  a 98  lb  V.C.". 

"There  is  no  reason  save  cultural  tradition 
why  women  cannot  perform  any  task  men  can. 

I cannot  lift  as  much  weight  as  an  Olympic 
weight  lifter,  but  I can  handle  myself  and 
jump  from  airplanes.  Women  can  too.  If  present 
day  women  do  not  seem  as  physically  capable  as 
men  it  is  solely  due  to  the  culturally  prescribed 
child  upbringing.  In  fact  physically,  mentally 
and  emotionally  they  have  the  capability  and 
potential  to  perform  well  even  as  Infantry  in 
combat" . 

A further  examination  of  leadership  was  obtained  by  an  ADMINCEN  fWITA) 
sponsored  Senior  Officer  Leadership  Seminar  in  Leesburg,  Virginia,  24-27 
January  1978.  While  some  uniquely  female  problems  were  identified,  most 
problems  surfaced  encompassed  both  men  and  women.  Albeit,  the  problems  may 
have  been  exacerbated  by  the  influx  of  women  into  a traditional ly  exclusive 
male  domain.  The  first  major  problem  surfaced  by  the  seminar  was  that  of 
the  perceived  role  of  women  in  the  Army.  The  concensus  was  that  there  is  a 
general  perception,  that  women  are  not  an  integral  part  of  the  total 
military  force.  There  exists  the  notion  that  women  are  spectators  and  part 
time  help- -second  class  soldier$--because  they  will  be  withdrawn  at  the 
outbreak  of  hostilities. 

Additional  leadership  concerns  identified  by  the  seminar  were:  the 
absence  of  clear  DA  guidelines  concerning  personal  and  professional 
conduct;  the  need  to  insure  that  equal  standards  are  institutionalized;  the 
need  to  insure  equity  in  distribution  and  utilization  of  all  soldiers;  the 
unfavorable  impact  of  pregnant  service  members  on  force  readiness;  the 
potential  non-deployabil ity  of  sole  parents;  and  the  need  for  child  care 
facilities  for  sole  parents  in  the  event  of  deployment.  The  basis  of  all 
the  problems  identified  were  related  to  leadership. 

MAX-WAC  77  found  that,  "Leadership,  training,  morale,  and  personnel 
turbulence  were  perceived  by  company  officers  and  evaluators  as  having  a 
greater  effect  on  unit  performance  than  the  percent  of  enlisted  women  in 
the  company."  Among  their  conclusions  were,  "Enlisted  women  appeared  to  do 
better  In  units  where  they  were  treated  as  equals  and  the  leadership  was 
supportive." 

The  message  from  the  Leadership  Seminar  and  rtAX-WAC  77  is  clear. 
Knowledgeable  leadership  will  go  a long  way  in  solving  many  of  the  problems 
the  Army  is  experiencing  in  expanding  the  role  of  women. 


33 

M 

U4 

2b 

lb 

4u 

M 

U4 

11 

lb 
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Ut  interest  anu  importance  and  heightened  oy  the  increased  integration 
ot  women  within  the  Army,  is  group  dynamics;  the  effect  of  the  alteration 
of  sex  composition  on  the  group  dynamics,  and  the  mitigating  impact  leader- 
ship can  play  on  this  issue. 

dink in  and  Bach  (1977)  examined  the  importance  of  group  relationships 
in  the  introduction  of  females  into  non- traditional , male  dominated  groups. 
".  . . the  implications  of  introducing  women  into  military  units  previously 
dominated  by  men  raises  a new  set  of  issues;  in  addition  to  individual 
physical  and  aptitude  considerations,  it  is  necessary  to  consider  group 
behavior."  They  further  state  that  research  indicates  that  the  performance 
of  mixed  sex  groups  may  be  sensitive  to  the  composition  of  the  mix.  As 
long  as  women  are  in  the  minority,  men  will  continue  to  view  them  according 
to  preconceived  stereotypes  and  to  fulfill  their  own  need  to  project  the 
male  image.  This  would  tend  to  isolate  women,  keep  the  male  group  in 
conflict  with  them,  and  thus  reduce  overall  group  productivity. 

Other  research  has  studied  sex  composition  of  groups  (e.g.,  all  of  one 
sex  versus  mixed)  and  its  affect  on  the  performance  of  the  subjects. 
Tuddenham,  MacBride,  and  Zahn  (19bb)  found  that  conformity  by  wale  and 
female  subjects  varied  as  a function  of  sex  composition  of  the  groups. 
Hoffman  and  Maier  (19bl)  found  that  females  did  much  better  on  a problem 
solving  task  in  mixed  sex  groups  than  in  all  female  groups.  Shomer  and 
Centers  (197u)  "concluded  that  individuals'  responses  on  attitude 
questionnaires  may  be  influenced  by  factors  merely  present  in  the  group 
setting  without  any  specific  arousal  of  the  salience  of  group  membership." 
In  their  study  there  was  no  verbal  interaction  among  group  members,  nor  any 
reference  to  group  membership.  A clear  effort  of  group  composition  was 
found  for  the  responses  of  male  but  not  female  subjects.  Groups  of  all 
male  subjects  were  the  most  chauvinistic;  groups  of  all  males  except  for 
one  female  were  the  most  profeminist;  and  mixed  sex  groups  were  in  the 
middle. 

Ruble  and  Higgins  (197b)  further  explored  the  effects  of  the  mere 
presence  of  particular  sex  composition  on  sex  role  related  responses.  The 
self-concept  responses  of  each  individual  were  coded  as  stereotypical  male 
or  female,  according  to  the  criteria  used  by  Broverman,  Vogel,  Goverman, 
Clarkson,  and  Rosenkrantz  (1972).  On  the  average,  the  sample  described 
themselves  In  an  androgynous  manner.  The  most  significant  finding  was  that 
the  sex  composition  of  the  group  had  a clear  Impact  on  the  extent  to  which 
male  versus  female  stereotypes  were  included  in  self  descriptions.  The  way 
men  and  women  perceive  themselves  may  be  affected  by  very  subtle  differ- 
ences In  group  content.  Membership  in  a group  where  everyone  else  is  of 
the  opposite  sex  may  especially  heighten  sex  role  awareness. 
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binkin  and  Bach  (19/7)  discuss  the  hypothesis  of  male  bonding, 
particularly  in  matters  involving  the  control  of  interferences  to  social 
order,  such  as  politics,  war,  and  police  work.  This  hypothesis  implies 
that  in  matters  pertaining  to  organized  aggression  "not  only  will  males  and 
females  reject  other  females  as  potential  leaders  and  defenders,  but  that 
males  will  reject  females  as  colleagues."  If  this  is  an  accurate  portrayal 
it  could  affect  combat  units.  Military  organizations,  particularly  those 
elite  units  closely  associated  with  a machismo  image  (such  as  airborne  and 
ranger  units),  tend  to  attract  individuals  because  of  that  image.  The  type 
of  volunteer  might  change  if  women  were  introduced,  perhaps  disrupting 
group  cohesion  and,  hence,  combat  effectiveness.  Coates  and  Pellegrin 
(I9b5)  cite  the  common  references  in  anthropological  literature  to  recruit 
training  of  men  as  a rite  de  passage  and  the  analogies  drawn  from  culture 
in  which  entry  into  the  highly  regarded  warrior  class  involves  rigid 
training  and  arduous  ordeals  for  the  youthful  aspirant  undergoing  cultural 
shock . 

Additional  areas  of  interest  are  the  possible  effects  of  social 
alliances  and  sexual  pairings  on  unit  performance.  Integration  studies  at 
Yale  and  Princeton  Universities  found  generally  that,  while  the  ideal  mix 
was  not  suprisingly  half  and  half,  social  problems  were  less  likely  to 
develop  when  the  ratio  of  men  to  women  was  lower  than  three  to  one.  Above 
that  threshold,  researchers  state  that  some  women  tended  to  assume  a 
superwoman  role  and  make  more  male  friends  than  they  normally  would,  while 
men  tended  to  socially  reject  them  as  inferior. 

Kanter  (1977)  examined  boundary  heightening  in  mixed  sex  groups  where 
there  exists  a majority-minority  relationship.  Polarization  or 
exaggeration  of  the  minority's  attributes  in  contrast  to  those  of  the 
dominants  set  a second  set  of  dynamics  in  motion.  The  presence  of  a 
minority  makes  dominants  more  aware  of  what  they  have  in  common  at  the  same 
time  that  it  threatens  that  commonality.  It  is  often  at  those  moments  when 
a collectivity  is  threatened  with  change  that  its  culture  and  bonds  become 
evident.  Only  when  an  obvious  outsider  appears  do  group  members  suddenly 
realize  their  common  bonds  as  insiders.  Dominants  thus  tend  to  exaggerate 
both  their  commonality  and  the  minority's  difference,  moving  to  heighten 
boundaries  of  which  previously  they  might  not  even  have  been  aware. 

The  conclusion  drawn,  after  researching  the  current  literature,  is  that 
the  Introduction  of  women  into  previously  all  male  groups  will  alter  the 
dynamics  and  affect  the  performance  of  that  group.  What  Is  less  clear 
however,  Is  what  will  actually  take  place  In  the  Interaction  between  the 
members  and  what  affect  this  will  have  on  their  performance.  The  missing 
variable  in  the  equation  is  leadership.  The  leaders  who  will  meet  the 
types  of  problems  addressed  above  and  In  the  Senior  Officer  Leadership 
Seminar  must  find  effective  solutions  within  the  context  of  his/her  mission 
and  environment. 
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CONCLUSlJJNS. 

a.  While  the  WlTA  survey  data  does  not  evidence  great  concern 
regarding  female  leadership  ability,  the  literature  reflects  significant 
concern. 

b.  Group  studies  show  men  tend  to  dominate  in  groups  and  both  men  and 
women  tend  to  prefer  male  leaders  without  recognizing  and  providing  for  the 
need  for  resocialization  of  values  and  perceptions. 

c.  Increasing  the  number  of  women  in  leadership  roles  may  have  a 
negative  impact  on  the  overall  effectiveness  of  Army  leadership. 

d.  The  performance  of  women  is  affected  by  leadership  and  management 
policies  more  than  their  male  counterparts. 

e.  Bias,  resulting  in  preferential  or  hostile  treatment,  inhibits  the 
proper  utilization  of  women  in  Army  units. 

f.  Hen  express  significantly  less  favorable  attitudes  toward  women 
assuning  a military  role  in  a combat  environment  versus  incumbency  in  the 
same  role  outside  the  wartime  context. 

g.  Many  women  need  additional  training  in  weapons,  tactics,  and  the 
techniques  of  living  In  the  field. 

h.  The  Introduction  of  women  into  previously  all  male  groups  will 
alter  the  dynamics  and  affect  the  performance  of  that  group. 

1.  Knowledgeable  leadership  can  mitigate  against  the  problems 
associated  with  the  Integration  of  women  Into  non- traditional  roles  and 
units  of  the  Army. 

j.  The  lack  of  female  role  models  In  leadership  positions,  at  both  the 
NCO  and  officer  level.  Impacts  negatively  on  development  of  women  as 
leaders. 

RECOMMENDATIONS. 

a.  That  the  programs  of  Instruction  of  TRADOC  professional  development 
courses  contain  a segment  of  Instruction  on  leadership  and  managerial 
considerations  pertinent  to  women  In  the  Army  to  Include:  discussion  of 
the  female  physiology;  male  reaction  to  women  soldiers  and  leaders; 
policies  concerning  assignment  opportunities  and  restrictions;  and  social 
relationships  between  men  and  women  In  the  Army. 

b.  That  human  relations  Instruction  give  added  emphasis  to 
relationships  between  soldiers  of  opposite  sex. 
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t.  That  women  receive  instruction  in  basic  tactics  and  techniques  tor 
living  in  the  field  through  officer  ana  noncommissioned  officer  training 
programs,  ’s  well  as  through  unit  training  programs. 

d.  That  policies  and  regulations  be  reviewed  to  eliminate  dual 
standards  for  men  and  women. 

e.  That,  where  appropriate,  successful  female  leaders  should  be 
encouraged  to  move  into  non-t  traditional  skills  which  are  now  opening  to 
women,  to  provide  role  models  for  younger  female  soldiers. 


f.  That  the  potential  effect  of  the  Introduction  of  women  into  elite, 
all  male  units  (e.g.,  airborne,  ranger,  and  special  forces)  be  studied. 
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APPENDIX  B 

This  appendix  contains  the  details  on  the  background,  development,  and 
analysis  of  the  Interviews  conducted  as  a part  of  the  evaluation.  Contents 
are  Indicated  below: 
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DATE: 

LOCATION: 


ANNEX  1 

MOS/SPECIALTY 
QUESTIONNAIRE 

BACKGROUND  DATA 

INSTRUCTIONS:  Flease  answer  the  following  questions  about  yourself 
when  Instructed.  Thank  you. 

(Fill  In  or  circle  as  appropriate) 

1.  Your  Age: 

TTTF 

2.  Gender:  1.  male 

T3  2.  female 


3. 

Highest  level  education:  1. 

Less 

than  high  school 

14 

2. 

High 

school 

3. 

Some 

college 

4. 

Racial  Identity: 

1. 

Black 

15 

2. 

White 

3. 

Other: 

5. 

Marital  Status: 

1. 

Single 

4.  Divorced 

“IS- 

2. 

Married 

5.  Widowed 

3. 

Separated 

5.  Grad  school 


6.  Number  of  children  living  with  you: 

— n — 


7.  Military  Rank:  1.  E 


ry  Rank: 

18-15 


2.  0- 


3.  W- 


8.  Your  Duty  MOS/Speclalty: 

— surf T — 


9.  Months  In  above  duty  MOS/Speclalty: 

10.  Assigned  Unit  (code):  


iqned  U 


11.  Type  Unit  assigned:  1.  TOE  2.  TDA 

™ 28 


12.  Years  In  Military  Service: 

29- 3b 


13.  How  many  months  have  you  been  supervised  by  a women  In  a military  or 

civilian  Job? 31-32 

14.  How  magy  months  have  you  supervl sed  a women  In  a military  or  civilian 

Job? 33-34 

15.  Mow  many  months  have  you  worked^ together  with  a woman  soldier?  

16.  Are  you  working  In  the  MOS/Speclalty  for  which  you  were  trained?  1.  Yes 
If  Mo,  In  whet  MOS/Speclalty  were  you  trained?  _____ 

38-41 

- WHEN  INSTRUCTED  GO  TO  OTHER  SIOE  - 
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Duty  NOS/SpecI »1 ty  Is 


Paaca 

Tlw 


War  Tlw 
In  Coabat 
Zone 


Instructions 


Below  are  a series  of  statewnts  about  wwi.  You  are  to 
evaluate  the  above  duty  MOS/Speclalty  and  determine  how 
the  statewnts  apply  to  this  MOS/Speclalty.  Please  Indl- 
Indlcate  how  auch  you  agree  or  disagree  with  each  statewnt 
by  circling  the  appropriate  number  nest  to  the  statawnt. 
Answer  once  for  peacetlw  and  once  for  wartlw.  It  Is 
laportant  that  you  give  your  honest  opinion. 

In  general  wown  . . . 


£ £ £ £ £ £ II 


1.  Have  the  strength  for  this  Job 1 2 3 4 1 2 3 4 

(42)  (11) 

2.  Are  physically  big  enough  for  this  job  1234  1234 

(43)  (12) 

3.  Have  the  required  hand  or  grip  size 1234  1234 

(44)  (13) 

4.  Have  the  necessary  physical  coordination  ........1234  1234 

(45)  (14) 

5.  Have  the  required  an*  or  leg  length 1234  1234 

(46)  (15) 

6.  Have  the  physical  endurance  required ...1  2 3 4 1 2 3 4 

(47)  (16) 

7.  Can  work  well  during  fewle  periods 1234  1234 

(48)  (17) 

8.  Would  be  effective  even  If  they  becow  pregnant 1234  1234 

(49)  (18) 

9.  Would  not  be  Halted  by  requlrewnts  of  fewle  hygiene  .1234  1234 

(50)  (19) 

10.  Are  not  likely  to  be  on  profile  any  wre  than  wn.  ...1234  1234 

(51)  (20) 

11.  Are  able  to  wlntaln  emotional  control  In  job 1234  1234 

(52)  (21) 

12.  Are  able  to  work  effectively  under  stress 1 234  1 234 

(53)  (22) 

13.  Have  the  necessary  self-confidence  1234  1234 

(54)  (23) 

14.  Have  the  necessary  toughness  for  the  Job  1234  1234 

(55)  (24) 

15.  Can  gain  the  respect  of  fellow  tew  wabers 1 234  1234 

(56)  (25) 

16.  Have  the  necessary  aggressiveness 1 234  1 234 

(57)  (26) 

17.  Have  the  atchanlcal  ability  required  ...1234  1234 

(58)  (27) 

18.  Have  the  necessary  skills  and  experience  1234  1234 

(59)  (28) 

19.  Would  wke  the  saw  effort  wn  would 1234  1234 

(60)  (29) 

20.  Would  have  no  problems  with  fowls  self  Iwge 1234  1234 

(61)  (30) 

21.  Have  the  necessary  leadership  skills  1234  1234 

(62)  (31) 

22.  Can  avoid  the  problem  of  sox  fraternization 1234  1234 

163)  (32) 

23.  Can  perform  well  even  If  they  are  single  parents  ....1234  1234 

(64)  (33) 

24.  Have  the  ability  to  work  mil  In  tews 1 234  1234 

(65)  (34) 

25.  Could  do  this  job  mil 1 2 3 4 1 2 3 4 

(66)  (35) 

26.  Should  be  allowed  In  this  job 1 2 3 4 1 2 3 4 

(67)  (36) 


27.  Please  add  ary  cowants  about  wown  in  this  job  not  covered  above: 
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Annex  2 


Background  on  Development 
of  Questionnaire  Survey 


Prepared  by: 

Dr.  Janes  Sampson  and 
CPT  bary  Ferchek 
as  members  of 
the  Directorate  for 
the  Evaluation  of 
Women  In  the  Any 
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uackgrouna  on  Development 
ot  Questionnaire  Survey 


1-  Purpose. 

a.  A 26  item  anonymous  questionnaire  was  developed  by  EWITA  to 
assess  the  opinion  of  military  personnel  on  the  ability  of  women  to 
perform  specific  Army  jobs.  The  items  cover  issues  whicn  are  commonly 
thought  to  be  problems  for  women  in  traditionally  male  jobs  and  are  a 
series  of  26  statements  that  give  physical,  medical,  psychological, 
social  and  managerial  reasons  women  can  go  the  respondent's  job.  If 
the  respondent  disagrees  with  any  statement  it  indicates  that  he(she) 
thinks  women,  in  general,  would  have  difficulty  doing  the  job  for  that 


b.  There  are  two  purposes  to  the  questionnaire:  First,  to 
suggest  what  aspects  of  a joD  may  pose  problems  for  women  and 
secondly,  to  indicate  the  degree  of  acceptance  or  rejection  of  women 
in  a given  j'od  by  the  incumbents.  Thus  the  data  are  to  provide 
supplemental  information  to  the  objective  assessment  of  job  require- 
ments (objective  1)  and  to  the  review  of  the  literature  on  all  major 
issues  of  women  in  the  Army  (objective  4). 

2.  Development. 

The  questionnaire  was  pre-tested  at  Fort  Hooa,  Texas  on  4u4 
respondents  during  26-26  Sep  77.  Two  forms  of  the  questionnaire  were 
printed,  one  with  positively  stated  and  one  with  negatively  stated 
items.  In  addition  to  filling  out  the  questionnaire,  a selected 
nunber  or  men  and  women  ( n=bl ) were  interviewed  and  asked  to  make 
constructive  comments  on  the  questionnaire.  Results  indicated  that 
tor  both  male  and  female  respondents,  the  negative  form  elicited  a 
more  positive  response.  Based  on  written  comments  the  negative  form 
was  perceived  to  be  a questionnaire  "against  women"  and  the  response 
was  an  attempt  to  counteract  that  bias.  The  positive  form  elicited  no 
such  reaction,  and  therefore,  was  used  as  the  final  version.  Most 
respondents  were  positive  about  the  questionnaire  because  they  thouqht 
it  covered  most  Issues  In  a concise  way. 

3 * Target  Populations.  Initial  plans  called  for  administering  the 
questionnaire  to  Individuals  In  all  Army  MOS/ spec laities.  However, 
tne  magnitude  of  evaluating  all  MOS  soon  became  apparent.  In  order  to 
focus  the  effort,  a list  ot  MOS/ special  ties  which  were  open  but  poten- 
tial candidates  for  closing  or  closed  and  potential  candidates  to  be 
opened  were  prepared  for  analysis  (see  below). 
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4.  ilethod. 

a.  Sampling  Procedures. 

• 

(1)  Initially,  b3  MUS/special ities  were  selected.  Later  this 
maimer  was  reauceu  to  by  since  there  were  no  incumbents  in  four  of  the 
MOS/special ities.  The  list  of  selected  MOS/specialties,  survey  popu- 
lation sizes,  the  sample  sizes  obtained,  and  the  achieved  levels  of 
confidence  are  given  in  Tables  b.2.1.,  B.2.2.  and  b.2.3.  (See  the 
Statistical  liuide--Annex  3,  Appendix  b.) 

(2)  In  order  to  insure  the  desired  confidence  level,  the  sample 
solicited  was  twice  that  required  to  allow  for  such  things  as  outdated 
SIDPERS  rosters,  nonavailability  of  individuals,  and  other  reasons. 
Where  the  number  of  individuals  in  an  MOS/specialty  was  small,  a lool 
sample  was  taken. 

(a)  The  geograpnic  locations  used  for  the  questionnaire  survey 
were  determined  on  a non- randoi^ basis  as  follows: 

_1.  Locations  scheduled  by  EWITA  for  observations  or  interviews. 

2.  Locations  which  had  a high  density  of  MOS/specialties  of 
concern  (e.g..  Ft  Sill). 

3.  Locations  which  had  to  be  included  in  order  to  obtain  a iou% 
sample  in  the  smaller  populated  MOS/specialties  (e.g.,  Summit  15, 
Alaska). 

(b)  A list  of  surveyed  locations  is  given  in  Table  B.2.4. 

(c)  For  each  MOS/specialty,  the  total  number  of  Individuals 
surveyed  at  any  location  was  done  on  a proportional  basis.  For 
exampl  e : 

1.  If  a certain  MOS/specialty  has  an  Army  population  of  lo.ooo, 
the  required  sample  size  Is  37u  (see  Annex  3,  Appendix  B).  The 
target  sample  size  Is  74U  (37ox2).  The  population  In  this  MOS/spe- 
cialty  at  the  identified  locations  for  our  survey  Is  7,4UO.  Since  Ft 
Sill  has  l,4bu  In  this  MOS/specialty  (201  of  7,4oo  located),  2ul  of 
the  target  sample  (148)  were  selected  from  Ft  SHI. 

2.  Systematic  sampling  was  used  for  the  larger  MOS/specialties. 
Based  on  the  format  of  the  SIDPERS  rosters,  this  Is  a valid  and  prac- 
tical technique.  For  example,  148  names  had  to  be  selected  from  the 
1,480  at  Ft  Sill.  A na  * would  be  picked  at  random  from  the  first  10 
names  on  the  roster;  thereafter,  every  loth  name  would  be  selected. 
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MOS 

POSITION  TITLE 

POPULATION 

SIZE 

OBTAINED 

SAMPLE 

LEVEL  OF 
CONFIDENCE 
PERCENTAGE 

12B 

Combat  Engineer 

10327 

358 

95 

12C 

Bridge  Specialist 

1639 

227 

90 

12E 

Atomic  Demolition  Specialist 

629 

94 

71* 

12Z 

Combat  Engineer  Senior  Sergeant 

557 

44 

51* 

13B 

Cannon  Crewman 

19U84 

559 

95 

13E 

Cannon  Fire  Direction  Specialist 

4378 

250 

90 

13U 

Cannon  fire  Direction  Specialist 

4378 

28 

47* 

13Y 

Cannon/Missile  Senior  Sergeant 

587 

140 

82 

13Z 

Field  Artillery  Cannon  Sr  Sergeant 

160 

57 

65* 

15B 

Sergeant  Missile  Crewman 

19 

17 

79 

15D 

LANCE  Missile  Crewman 

1393 

2u4 

88 

15E 

PERSHING  Missile  Crewman 

1233 

121 

75 

\ / 1 

15F 

HONEST  JOHN  Rocket  Creman 

311 

68 

65* 

150 

LANCE/HONEST  JOHN  Opns/Fire 

Direction  Spec 

214 

33 

47* 

16B 

HERCULES  Missile  Crewman 

1446 

142 

79 

16C 

HAWK  Missile  Crewman  ' 

780 

84 

67* 

160 

HAWK  Missile  Crewman 

1925 

308 

94 

IbE 

HAWK  Fire  Control  Crewman 

1226 

211 

89 

16P 

ADA  Short  Range  Missile  Crewman 

4634 

268 

92 

IbR 

ADA  Short  Range  Gunnery  Crewman 

2849 

230 

88 

17K 

Ground  Surveillance  Raoar  Crewman 

1855 

216 

86 

31M 

Multichannel  Communications 

. 

Equip  Opr 

5565 

258 

9u 

( ) 

36C 

Telephone  Installer  & Lineman 

4412 

338 

94 

45K 

Tank  Turret  Repairman 

845 

154 

83 

56B 

Ammunition  Specialist 

1992 

249 

91 

l • 

63B 

Wheel  Vehicle  Mechanic 

1U677 

352 

94 

67N 

Utility  Helicopter  Repairer 

3608 

352 

95 

76Y 

Unit/Organization  Supplyman 

17099 

366 

95 

B2C 

Field  Artillery  Surveyer 

2602 

306 

94 

TOTALS 

106423 

6054 

NOTE:  Level  of  confidence  percentages  with  an  asterisk  (*)  were  regarded  as  too 
low  tor  use  In  the  evaluation. 
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MOS 

POSITION  TITLE 

SURVEY 

POPULATION 

NUMBER 

RESPONDENTS 

LEVEL  OF 
CONFIDENCE 
PERCENTAGE 

IuuE 

Pilot,  AH- lb  (Cobra) 

512 

lOOG 

Pilot,  0H-5B  (Kiowa) 

357 

206 

90 

lUUZ 

Pilot,  Mon-standard  Aircraft 

14 

. 

20 1 A 

Meteorology  Technician 

11 

21 1A 

Field  Artillery  Radar  Tech 

36 

214E 

Field  Artillery  Msl  Sys  Tech 

PERSHINb 

35 

32 

51* 

214G 

Field  Artillery  Msl  Sys  Tech 

3 

LANCE 

241F 

Field  Arty  Msl  Sys  Repair 

B 

Tech.  PERSHING 

22lB 

Ms)  Assembly  Tech,  MIKE 

19 

222B 

AD  Msl  fire  Control  Tech,  NIKE 

26 

223C 

AD  Msl  Sys  Tech,  HAWK 

17 

2230 

AD  Msl  Sys  Tech,  Improved 

73 

HAWK 

224B 

CHAPARRAL/VULCAN  Sys  Tech 

35 

76 

72* 

251b 

AD  Msl  Sys  Repair  Tech,  NIKE 

9 

251C 

AD  Msl  Sys  Repair  Tech,  HAWK 

5 

2510 

AD  Msl  Sys  Repair  Tech, 

19 

Improved  HAWK 

3falA 

Fire  Distribution  Sys  Repair 

11 

Tech 

TOTALS 

1190 

314 

MUTE:  Level  of  confidence  percentages  with  an  asterisk  (*)  were  regarded  as  too 
low  for  use  In  the  evaluation. 


Table  B.2.3.  Summary  of  Questionnaires  Administered  oy  Warrant  Officer  MQS. 


Administration  ot  Questionnaires: 


(1)  In  a majority  of  cases,  the  questionnaires  were  administered 
in  groups  at  each  location  by  EWITA  team  members.  Standard  instruc- 
tions (see  inclosure  1)  were  read  to  the  selecteo  individuals.  In 
some  cases  the  test  control  officer  for  a post  was  given  the  question- 
naire and  instructions  and  was  asked  to  mail  the  completed  question- 
naires. In  selected  casts,  the  questionnaires  were  mailed  to 
individuals  with  written  instructions  for  completing  and  mailing 
(Inclosure  2). 

(2)  In  addition  to  the  questionnaires  directed  to  personnel  In 
specific  MO S/special  ties,  a number  were  also  administered  to  students 
at  Command  and  General  Staff  College  and  the  Sergeants  Major  Academy. 
Data  from  these  latter  two  sources  were  used  In  considering  specific 
issues  in  objective  4. 

c.  Data  Processing.  The  data  from  the  questionnaires  were 
keypunched  and  processed  through  SPSS  (Statistical  Package  for  the 
Social  Sciences).  The  analysis  was  kept  primarily  to  descriptive 
statistics  (frequency  counts  ana  percentages);  the  items  were  rank 
ordered  on  the  basis  ot  amount  of  disagreement.  Further  statistical 
analysis  was  done  by  hand  (see  Annex  3,  Appendix  b).  Descriptive 
statistics,  by  major  groupings,  including  the  background  on  each 
sample  is  given  in  Annex  1,  Appendix  A-l. 

5.  RESULTS. 

a.  Table  B.2.3  presents  the  obtained  sample  for  each  MOS/speclal- 
Ity  and  the  achieved  level  of  confidence  (see  Section  II,  Annex  3, 
Appendix  B)  for  the  given  sample.  For  this  study,  the  lowest  level  ot 
confidence  accepted  was  75.0%.  Stricter  guidance  Is  usually  that 
nothing  lower  than  86%  be  accepted  (95%  ♦ 9%),  however,  lower  levels 
have  been  accepted  (e.g.,  77%  In  AR  37-59)  and  the  "acceptable"  level 
is  to  some  degree  arbitrary.  The  nature  and  purpose  of  the  survey 
must  be  considered  In  each  case.  Data  for  MOS/ spec laities  where  the 
confidence  level  falls  below  the  value  were  not  used  In  the  evaluation 
but  are  included  in  the  Annex  1,  Appendix  A-l  for  completeness.  Dis- 
cussion of  the  results  for  each  MOS/ specialty  will  not  be  presented 
here.  Rather,  a general  description  on  how  the  data  were  reduced  and 
how  to  interpret  the  reductions  will  be  discussed. 

o.  Data  Reductions:  In  preparing  MDS/speclalty  data  for 
objectives  1 and  4,  the  following  was  done: 

(1)  The  percent  of  the  sample  who  disagreed  with  each  Issue  was 
determined  by  combining  the  Disagree  and  Strongly  Disagree  responses 
to  each  statement. 
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U)  T,he  importance  of  the  number  of  "Disagrees"  was  determined  by 
computing /which  percentages  were  statistically  above  33%.  (see 
Section  III,  Annex  3,  Appendix  b.) 


(3)  A siromary  ot  the  essential  data  tor  each  rtOS/ specialty  was 
prepared/ and  was  used  by  the  analysts  in  completing  objective  1.  Only 
the  percentages  which  were  significant  to  the  p .u5  level  or  better 
were  recorded.  Thus  reviewers  tor  objective  1 could  see  at  a glance 
which  issues  were  perceived  as  prcjlems  tor  women  in  each  job. 


( yl  (lata  were  also  organized  by  issue  for  reviewers  ot  objective 
4.  Thus,  all  significant  percentages  for  each  issue  (e.g.,  pregnancy) 
by  sample  group  (e.g.,  the  different  MOS/specialties,  or  men  versus 
women,  or  officers  versus  enlisted)  were  sunmarized.  These  sunmaries 
are  discussed,  as  appropriate,  under  objective  4. 


6.  Discussion. 

/ a.  Seven  of  the  29  enlisted  MOS  surveyed  achieved  sample  sizes 
too  small  for  analysis  (See  Table  B.2.I.). 

/ b.  Only  3 of  the  13  officer  specialties  sampled  achieved 
sufficient  numbers  (See  Table  B.2.2.).  Officer  specialties  with 
insufficient  numbers  were  grouped  as  follows: 

U)  Field  Artillery  (FA)  Officers  (N=66)  (Less  13A)  13B,  13C  * 
130.  Sample  as  a group  too  small. 

(2)  Air  Defense  Artillery  (ADA)  Officers  (N=19b)  14A  through 
146.  Confidence  Level  as  a group  bb%. 

c.  None  of  the  individual  warrant  officers  returned  in  sufficient 
number  to  permit  analysis.  Therefore,  they  were  grouped  as  follows 
(also  See  Table  B.2.3.). 

(1)  Aviation  ( AVN)  warrant  Officers  (h*2u6)  luuE,  6 and  Z. 
Confidence  level  as  a group  is  90S. 

(2)  Field  Artillery  (FA)  Warrant  Officers  (n>32).  Confidence 
level  too  low. 

(3)  Air  Defense  Artillery  (ADA)  Warrant  Officers  (N«76)  221B, 
222B,  223c  a u,  Z24B,  251B,  C A o,  361A.  Confidence  level  as  a group 
too  low, 

d.  Data  were  grouped  by  gender  to  provide  information  on  issues 
for  objective  1. 

e.  Data  from  the  Sergeants  Major  Academy  and  the  Command  and 
General  Staff  College  were  also  used  in  the  discussion  of  issues. 
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7.  Conclusions. 


a.  Adequate  data  are  available  for  most  of  the  enlisted  MOS,  but 
not  for  most  of  the  officer  specialties,  nor  for  the  warrant  officer 
MOS. 

d.  A very  good  sample  base  exists  in  overall  MOS/ special  ties  to 
support  discussion  of  the  opinion  data  for  the  primarily  closed 
MOS/specialties. 

c.  The  samples  from  other  sources  are  also  quite  good  as 
comparative  data  for  the  discussion  of  issues  based  on  current 
opinion. 

INCLOSURES: 

1.  Survey  Instructions 
Z.  Questionnaire  Respondent  Letter 

3.  Sample  of  Summary  of  Questionnaire 

4.  Questionnaire  Location 
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SURVi Y INSTRUCTIONS 


( 


Oood  morning  (atternoon).  I' 
instructions  to  you  so  that  each 
instructions. 


m going  to  read  these  survey 
group  surveyed  will  receive  the  same 


1 ani . a member  ot  a Department  ot  the  Army  Special 

Projects  Team  evaluating  women  in  the  Army.  In  case  you  haven't  been 
told  exactly  why  you  are  here  today,  we  are  asking  you  to  fill  out  a 
questionnaire.  The  objective  of  this  questionnaire  is  to  determine 
the  extent  and  capacity  in  which  women  can  effectively  serve  in  your 
MOS  within  the  Army.  It's  essential  that  you  realize  the  importance 
of  your  answers.  Our  survey  team  will  use  the  survey  findings  as  part 
of  our  evaluation  in  making  recommendations  to  the  Chief  of  Staff  of 
the  Army  concerning  utilization  of  Women  in  the  Army. 

You  will  notice  in  completing  the  questionnaire  that  we  have  not 
asked  for  your  name,  social  security  account  number,  or  any  other 
personal  identification.  This  is  an  anonymous  questionnaire.  We 
don't  want  to  know  who  provided  any  specific  answer.  We  only  want  to 
know  what  answers  were  given.  No  one  except  yourself  will  know  how 
you,  as  an  individual,  answered  this  questionnaire. 

The  survey  will  take  approximately  2u  minutes. 

Please  don't  talk  during  the  survey  administration.  We  can't  even 
answer  any  questions  because  we  don't  want  to  influence  your  answers 
in  any  way.  This  is  a scientific  survey.  We  haven't  decided  for  you 
what  your  answers  should  be.  When  you  have  finished,  you  may  write  in 
the  space  provided  making  any  comments  you  want. 


HASS  OUT  THt  QUESTIONNAIKt 


Let’s  go  over  the  questionnaire  before  we  begin.  On  the  front 
side  of  the  questionnaire  we  have  questions  1 through  16;  on  the 
reverse  side  we  have  questions  1 through  28.  Please  turn  back  to  the 
front  of  the  questionnaire  and  I'll  talk  you  through  filling  in  the 
demographic  data. 

Question  #1,  write  in  your  age. 

#2,  circle  your  sex. 

#3,  circle  the  highest  level  of  education  you  attained  - if  you  have  a 
6ED  equivalency,  circle  high  school  graduate. 

#4,  circle  the  nearest  racial  group  in  which  you  identify  yourself. 

#5,  circle  your  marital  status. 

fb,  write  in  the  # of  children  living  with  you  - if  you  don't  have  any 
children  put  down  a zero. 

#7,  write  in  your  military  pay  grade.  #1  for  enlisted  grades;  #2  for 
officer  grades;  and  #3  for  WO  grades. 

#8,  write  in  your  duty  MOS,  If  you  don't  know  the  mOS  f,  write  the  job 
title. 

#8,  indicate  the  # of  months  you  have  served  in  your  duty  MOS. 
flu,  write  in  the  unit  to  which  you  are  now  assigned. 

#11,  circle  unit  (here  the  survey  administrator  can  state 

which  type  of  unit  tOE  or  TDA, 

#12,  write  in  your  total  # of  years  of  active  military.  Including  time 
in  other  military  services  prior  to  entering  the  Army. 

#13,  write  In  approximately  how  many  months  you  have  worked  for  a 
woman.  If  you  never  worked  for  a female  supervisor,  write  zero  In  the 
blank. 

#14,  write  in  the  approximate  # of  months  you  supervised  women.  Write 
zero  In  the  blank  It  you  have  never  supervised  a woman. 

#15,  Indicate  the  approximate  # of  months  you  have  worked  with  female 
soldiers.  If  you  have  never  worked  on  the  job  with  a female  soldier 
write  zero  In  the  blank. 

#16,  circle  no  If  you  have  not  been  school  trained  for  your  duty  MOS, 
then  list  those  MOS's  for  which  you  are  school  trained.  If  you  are 
school  trained  for  your  duty  MOS  circle  yes  and  leave  the  blank  empty. 

now  turn  the  questionnaire  to  page  two  and  please  remember  to  read 
the  directions  and  each  question  carefully.  Incorrect  or  carelessly 
completed  questionnaires  cannot  be  analyzed.  We  don't  want  to  waste 
your  time.  We  do  want  to  help  you  voice  your  opinion. 
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DEPARTMENT  OP  THE  ARMY 
U.  S.  ARMY  INSTITUTE  OP  ADMINISTRATION 
PORT  BENJAMIN  HARRISON.  INDIANA  4SS1S 


ATZI-SP  2 December  1977 

SUBJECT:  Questionnaire  on  Women  in  the  Army 


Questionnaire  Respondent 


1.  The  enclosed  Questionnaire  is  being  used  in  conjunction  with  the 
Women  in  the  Army  (WITA)  evaluation.  The  objective  of  this  questionnaire 
is  to  determine  the  extent  and  capacity  in  which  women  can  effectively 
serve  in  your  MOS/Specialty  within  the  Army. 

2.  Approximately  sixty  (60)  MOS/Specialties,  which  are  either  closed 
to  women  or  recently  opened,  are  being  analyzed.  The  questionnaire  is 
designed  to  be  administered  to  several  individuals  at  a time  by  a WITA 
evaluation  team  member.  Teams  from  this  study  group  have  administered 
this  questionnaire  at  many  locations  Army  wide.  However,  several  MOS/ 
Specialties,  like  your  own,  have  relatively  small  populations  in  which 
we  are  attempting  to  contact  as  many  incumbents  as  possible  via  mail. 

3.  It  is  essential  that  you  realize  the  importance  of  your  answers. 

Our  survey  team  will  use  the  survey  findings  as  part  of  our  evaluation 
in  making  recommendations  to  the  Army  concerning  utilization  of  women 
in  the  Army. 

4.  You  will  notice  in  completing  the  questionnaire  that  we  have  not 
asked  for  your  name,  social  security  account  number,  or  any  other  personal 
identification.  This  is  an  anonymous  questionnaire.  We  don't  want  to 
know  who  provided  any  specific  answer.  Since  your  MOS/Specialty  is 
lightly  populated,  your  responses  and  additional  comments  on  the  utiliza- 
tion of  women  in  the  Army  will  be  greatly  appreciated. 

5.  Request  you  complete  the  enclosed  questionnaire  and  return  it  in  the 
self-addressed  envelope  provided  no  later  than  20  December  1977. 

FOR  THE  C0H4ANDER: 
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, . J\*  (‘  ^ ^ 

GRACE  L.  ROBERTS  v 
LTC,  GS 

Director,  Special  Projects 


SAMPLE  OF 
ESSENTIAL  SUMMARY 
(QUESTIONNAIRE) 


MOS/SSI : 36C  Telephone  Installer  and  Li neman 


SAMPLE  SIZE:  338  LEVEL  OF  CONFIUENCE:  94.4% 


PERCENT  OF  SAMPLE  WHO  THINK  ISSUE  IS  A PROBLEM 
QUESTIONNAIRE 

ITEM  BLOCK  PEACE  TIME  WAR  TIME 

ARE  CAPABLE":  40  SI. 2 72. S 


2.  Physical  Issues 


Strength 

Size 

Grip 

Endurance 
Arm/Leg  Length 
Coordination 


Skills  & Experience 
Mech.  Ability 


4.  Other  Significant 
Issues: 


Pregnancy  85.5  8B.1 

Menses  73.0  tt1.6 

Toughness  62.8  78.4 

Stress  60. u 73.7 

Hyg1en$  63.1  73.1 

Should  Allow  53.g  71.3 

Euotlon  50.9  68.6 

Single  Parent  49.5  68.4 

Make  Effort  49.4  64.5 

Fraternization  59. B 64.2 

Self  Inage  53.9  63.0 

Leadership  41.7  62.7 

Aggressiveness  45.8  62.1 

Softies  47.0  58.5 

Confidence  ns  51.2 

Tean  Work  ns  46.1 

Gain  Re* pec t ns  44.4 

All  percentages  given  are  significant  at  p«o5  or  better 

ns-not  significant 
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S QUESTIONNAIRE  LOCATIONS 

A.  CONUS,  Alaska,  Hawaii: 

B.  Korea 

1.  Ft.  McClellan,  AL 

1.  Camp  Casey 

2.  Huntsville,  AL 

2.  Camp  Colbern 

3.  Ft.  Rucker,  AL 

3.  Camp  Humphreys 

4.  Redstone  Arsenal , AL 

4.  Camp  Mosler 

5.  Ft.  Ord,  CA 

5.  Camp  Page 

6.  Ft.  Carson,  CO 

6.  Camp  Red  Cloud 

7.  Ent  AFB,  CO 

7 . Camp  Stanl ey 

8.  Homestead  AFB,  FL 

8.  Kimpo 

9.  Ft.  Gordon,  GA 

9.  Komo  Ri 

10.  Ft.  Benning,  GA 

10.  Nam  Yang 

11.  Ft.  Stewart,  GA 

11.  Osan 

12.  Hunter  AFB,  GA 

12.  PI  In  Kor 

13.  Ft.  Riley,  KS 

13.  Reno  Compound 

14.  Ft.  Campbell,  KY 

14.  Seoul 

15.  Ft.  Knox,  KY 

15.  SI  hung  N1 

16.  Ft.  Leavenworth,  KS 

16.  Song  Chang  N1 

17.  Ft.  Polk,  LA 

17.  Song  Dong 

18.  Ft.  Meade,  MO 

18.  Yong  San 

19.  Malmstrom  AFB,  MT 

20.  White  Sands  MR,  NM 

21.  Ft.  Bragg,  NC 

22.  Ft.  Sill,  OK 

23.  Ft.  Bliss,  TX 

24.  Ft.  Hood,  TX 

25.  Ft.  Belvolr,  VA 

26.  Ft.  Monroe,  VA 

27.  Ft.  Lewis,  WA 

28.  Ft.  Richardson,  AK 

29.  Ft.  Walnwrlght,  AK 

30.  Point  6N/65,  AK 

31.  Summit  15,  AK 

32.  Schofield  Barracks,  HI 

Table  B.2.4.  Surveyed  Locations. 
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QUESTIONNAIRE  LOCATIONS  > 

C. 

Europe  (Germany): 

1. 

Adelhelde 

26. 

Furth 

51. 

Nurnberg 

2. 

Amberg 

27. 

Geilenkirchen 

52. 

Oberauerbach 

3. 

Ansbach 

28. 

Giebelstadt 

53. 

Plrmasens 

4. 

Aschaffenburg 

29. 

Giessen 

54. 

Qulrnhelm 

5. 

Babenhausen 

30. 

Grafenwohr 

55. 

Ramsteln 

6. 

Balesfeld 

31. 

Gross  Engstlngen 

56. 

Reltschelt 

7. 

Bamberg 

32. 

Gross  Sachsenhelm 

57. 

Rockenhausen 

8. 

Barnsdort 

33. 

Hanau 

58. 

Solzwoog 

9. 

Baumholder 

34. 

Heidelberg 

59. 

Schwabach 

lu. 

Butzbach 

35. 

Hellbronn 

60. 

Schwaeblsch  Gmund 

11. 

Butzweller 

35. 

Herzobase 

61. 

Schweinfurt 

12. 

Crallschelm 

37. 

Ho hen f els 

62. 

Soestbucke 

13. 

Dal lau 

38. 

Honthelm 

63. 

Stuttgart 

14. 

Darmstadt 

39. 

11 lesheim 

64. 

Uackerhelm 

15. 

Dellbruck 

4U. 

Kaiserslautern 

65. 

Werl 

16. 

Dexheim 

41. 

Klllanstadten 

66. 

Werth 

17. 

Dlchtelbach 

42. 

Kirchgoens 

67. 

Wertheim 

18. 

Duerendroere 

43. 

Kitzingen 

68. 

Wessel 

19. 

Dun sen 

44. 

Landau 

69. 

Wiesbaden 

20. 

Eschborn 

45. 

Mannheim 

70. 

Wlldfl ecken 

21. 

Frankfurt 

46. 

Mlesau 

71. 

Wurzburg 

22. 

FI nkenberg 

47. 

Montabaur 

72. 

Wuschhelm 

23. 

FI nthen 

48. 

Neckarsulm 

73. 

Z1 rndorf 

24. 

Frledberg 

49. 

Neu  Ulm 

25. 

Fulda 

5U. 

Nlenburg 

D. 

Europe  (Other): 

1. 

Argyroupo,  Greece 

2. 

Conselve,  Italy 

3. 

Odeszo,  Italy 

• 

4. 

Vlncenza,  Italy 

5. 

Ortakoy,  Turkey 

Table  B.2.4.  Surveyed  Locations  (continued). 
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ANNEX  3 


Statistical  liuide  For 
Questionnaire  Survey 


Prepared  by: 

Dr.  James  Sampson  and 
CPT  tiary  Ferchek  as 
members  of  the 
Directorate  for  the 
Evaluation  of  Women 
in  the  Army 


V 


' 


" 


I.  Determining  sample  size  required  for  9b%  (±b)  confidence  (random 
sainpl  ing) . 


A.  Formula: 


n = N( Z2 ) (p  (1-p)) 


(N-l)(d2)  + (Z2) (p(l-p) ) 


Where: 


n = Required  sample  size 
N = Population  size 
p = Size  factor  for  bU/bU  split  ( .50) 
d = Tolerance  factor  (.05) 

Z = Assurance  factor  for  95%  confidence  (1.96) 


Thus: 

n = N (3.64) ( .2b) 

TN-1 J ( .0025)'  V ” ( 3 .84  )T  .25)' 


(Required  sample  size)  = .96  ( N ) 

TU07rrW-T)  + '.  96 


Use  this 
Formula 


B.  Example:  Target  population  size  (N)  = 4,412 


Required  sample  size  in)  * .96  (4412)  * 353.3  * 353 

.uU25(T4HT  .96 — — 


C.  Reference: 

UA  Pam  6UU-31,  Personnel  Survey  Attitude  and  Opinion  Development  Guide, 
August  197b. 


i 


II.  Findiny  level  of  confidence  for  obtained  sample. 

A.  Formulas  and  Steps 

1.  First  compute  z: 


z a .1^  n(N-l) 
\ N-n 


Use  this  formula 


Where: 

N * Population  size 
n * Sample  size 

z a A statistic  for  computing  probabilities* 


2.  Given  z,  look  up  cumulative  probability  value 
Table  A-l,  Reference  1.  Call  table  value  t 


3.  Compute  % confidence  as  follows: 
% Conf  = (lUu)(l-(2(l-t) 1 1 ] 

B.  Example:  N = 4412  n = 338 


Use  this  formula 


za  .1,  ( (338) (4411)  * 1.913 


t = .9719  (Table  value  for  z = 1.913) 

% Confidence  = 1UU(1-(2(1-.9719)))  * 94.4% 


C.  References: 


1.  DA  Pam  6UU-31,  Personnel  Survey  Attitude  and 
Opinion  Development  Guide.  August  1975. 

2.  Table  A-l,  Cumulative  Probabilities  of  Standard 
Normal  Distribution.  In  Neter,  J.  and  Wasserman,  W. 
Applied  Linear  Statistical  Models.  Homewood,  IL,  1974. 


*This  formula  for  z was  derived  from  the  formula  for  sample  size, 
using  size-split,  tolerance  and  confidence  factors  (see  page  B-3-3). 
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III.  Table  tor  determining  "importance"  of  questionnaire  percentage 
using  statistical  significance.* 

A.  Assumption  tor  this  study;  A percentage  Is  important  it  it 

is  significantly  greater  than  33%  (p<.ub)  (assuming  a comparative 
sample  (n)  3 3d4). 

b.  guide: 

1.  Whether  or  not  a percentage  of  respondents  is  significantly 
above  33%  depends  on  the  number  ot  respondents  (sample  size). 

2.  Make  sure  sample  size  is  adequate  De+ore  attempting  significant 
testing,  (i.e.,  confidence  level  of  at  least  75%). 

3.  Significance  at  p<.U5  level  is  less  than  at  the  p«ui 
level.  That  Is,  the  .U5  refers  to  the  probable  error  in 
the  statistical  test  indicating  a difference. 

How  to  use  the  following  table; 

1.  Step  one:  Determine  the  number  of  Individuals  sampled  who 

"Di sag reed"  (combine  Disagree  and  Strongly  Disagree)  with  the 
statement.  Call  this  d. 

2.  Step  two:  Determine  the  percentage  ot  total  by  dfvidtr.g 

d by  total  sample  (I.e.,  d/n  ■ t). 

3.  Step  three:  Determine  If  the  percentage  (t)  Is  equal  to  or 
greater  than  the  table  value  for  n (sample  size).  (p<.oS  Is 
sufficient  for  concluding  the  percentage  Is  significant). 


♦Statistical  significance  Is  not  always  synonymous  with  Importance. 
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TABLt 


Percentage  which  is  significantly  higher  than  33.3* 

(Baseline  = 33.3*  assuming  n = 3b4,  which  is  largest 
sample  required  for  largest  population  for  9b* 
confidence) . 

1.  The  following  table  is  derived  from  homograph's  (Oppenheim,  1966).. 

2.  The  value  represents  the  percent  required  for  the  given  n for  each 
of  the  3 levels  of  confidence  (p<.05,  p<.ul,  p<.OOl).  n = sample 
size. 


n = 

13 

14 

15 

16 

17 

lb 

19 

20 

21 

22 

23 

24 

p<.U5 

60 

59 

56 

57 

57 

56 

55 

55 

54 

54 

54 

53 

p<.01 

69 

6b 

67 

65 

b4 

64 

63 

62 

61 

60 

60 

59 

p<.OOl 

77 

7b 

75 

74 

73 

72 

71 

7o 

69 

6b 

6b 

67 

n = 

2b 

26 

27 

2b 

29 

30 

31 

32 

33 

34 

35 

36 

p<05 

53 

53 

52 

52 

51 

51 

51 

5u 

50 

50 

50 

50 

p«oUl 

b9 

59 

5b 

5b 

5b 

57 

56 

56 

56 

55 

55 

55 

P«OUl 

66 

66 

66 

65 

65 

64 

63 

63 

63 

62 

62 

b2 

n = 

37 

3b 

39 

40 

41 

42 

43 

44 

45 

46 

47 

4b 

P<.Ub 

49 

49 

49 

49 

49 

49 

49 

4b 

4b 

48 

4b 

48 

pool 

55 

54 

54 

54 

54 

54 

53 

53 

53 

53 

53 

52 

p«UOl 

61 

61 

60 

60 

60 

60 

59 

59 

59 

58 

5b 

58 

V 

n * 

49 

50 

55 

60 

65 

70 

75 

60 

b3 

84 

85 

90 

p<.Ub 

' 47 

47 

47 

46 

45 

45 

45 

45 

45 

45 

44 

44 

p<Ul 

52 

'"52 

51 

51 

5o 

50 

49 

4b 

4b 

48 

4b 

47 

p<uul 

5b 

57 

57 

56 

55 

54 

54 

53 

53 

53 

53 

52 

Percentage  which  is  sigrti  Mcantly  higher  than  33 .3% 


r 


! 

r 

n = 

9b 

loo 

lul 

110 

111 

120 

130 

140 

150 

160 

162 

170 

m 

p<.0b 

44 

44 

44 

44 

43 

43 

43 

42 

42 

41 

41 

41 

t 

V 

P<.01 

47 

47 

47 

47 

47 

46 

46 

46 

46 

4b 

45 

45 

4 

p<.uol 

52 

52 

52 

51 

bl 

50 

50 

49 

49 

48 

48 

48 

n * 

180 

190 

200 

208 

220 

235 

240 

2bO 

280 

300 

320 

340 

p<»05 

41 

41 

41 

41 

41 

41 

41 

41 

41 

40 

40 

40 

p<.ol 

45 

4b 

4b 

44 

44 

44 

44 

44 

43 

43 

42 

42 

p<.ool 

48 

48 

47 

47 

47 

47 

47 

46 

46 

45 

45 

45 

n * 360  3 80 

p<.05  40  4U 

p<.Ul  42  42 

p<.001  45  4 b 

v 

U.  Example;  Given  sample  size  338  . The  number  of  people  who 
disagree  (d)  * 245  (72.5%).  The  table  value  for  n * 340  is 
45%  for  p<.oul.  5ince  72.5%  is  larger,  it  is  very  significant 
therefore  "important". 

E.  Reference:  Nomographs  for  the  Testing  of  Statistical 

Significance  of  Differences  In  Oppenhelm,  A.N.,  Questionnaire 
Design  and  Attitude  Measurement.  NY:  Basic  Books,  1966. 
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APPENDIX  C 


This  appendix  contains  the  details  on  the  background,  development,  and 
analysis  of  the  Interviews  conducted  as  a part  of  the  evaluation. 
Contents  are  Indicated  below: 


ANNEX 

TITLE 

PAGE 

1 

WITA  Interview 

C-l-1 

2 

Background  and  Development  of 
Structured  Interview 

C-2-1 

C-l 


ANNEX  1 


WITA  INTERVIEW 


Opening  Statement 


I'm  , a member  of  a study  group  tasked  by  the 

Deputy  Chief  of  Staff  for  Personnel,  Department  of  the  Amy,  to  make  recommen- 
dations concerning  the  assignment  of  women  In  the  Amy. 

We  are  gathering  data  from  many  different  sources,  one  of  which  Is  Indiv- 
idual Interviews,  such  as  this  one,  from  personnel  assigned  to  various  kinds*  of 
units. 


In  this  Interview,  I will  ask  you  questions  concerning  the  assignment  of 
women  to  your  present  unit.  As  you  answer  each  question,  please  keep  In  mind 
the  many  tasks  In  this  unit  «rt»1ch  may  not  be  related  to  a specific  MOS  such  as 
"guard"  or  other  such  details. 

Your  answers  will  be  summarized  with  the  other  data,  and  will  NOT  be  assoc- 
iated with  you  Individually.  There  will  be  NO  effect  on  you  personally  for  the 
failure  to  answer  any  or  all  of  the  questions.  However,  your  answers  are 
valuable  to  us,  and  we  hope  you  will  give  us  your  candid  opinion. 

Do  you  have  any  questions  before  we  begin? 


(Data  to  be  recorded  by  the  Interviewer) 
Interviewer  , Date 


Location 


Respondent's:  Sex , Military  Grade 

Position  (e.g.,  CO  Cdr,  1SGT,  PSG 


I will  now  read  a series  of  statements  about  women.  Please  think  about 
all  the  kinds  of  tasks  In  this  unit,  and  tell  me  whether  you  agree,  or  dis- 
agree with  each  statement.  I will  read  the  statement, -end  then  ask  you  If  you 
agree  or  disagree  first  considering  the  Peace  Time  situation,  and  then  If  you 
agree  or  disagree  considering  the  Mar  Time  In  a combat  zone.  O.K. 
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P«ce  Combat 
Time  Zone 


(Consider  Everyone  (Male  A Female)  MOS  Qualified) 

In  General  Women for  any  job  in  this  Unit 


2.  Are  physically  big  enough  

3.  Have  the  necessary  hand  grip  

4.  Have  the  necessary  physical  coordination  

5.  Have  sufficient  or  leg  length 

6.  Have  the  physical  endurance  

7.  Can,  considering  menstrual  periods,  do  

8.  Would  be  effective,  even  1_f  pregnant. 

9.  Would  HOT  be  limited  by  requirements  of  female  hygiene 

10.  Are  NOT  likely  to  be  on  profile  more  than  men  


11.  Are  able  to  maintain  sufficient  emotional  control 


12.  Are  able  to  work  effectively  under  the  stress 


13.  Have  the  necessary  self  confidence 

14.  Can  gain  the  respect  necessary  to  accomplish 

15.  Have  the  necessary  toughness  

16.  Have  the  necessary  aggressiveness  


17.  Have  the  mechanical  skill 


18.  Have  the  necessary  skills  and  experience 

19.  Woul d make  the  same  effort  Men  woul d 


20.  Mould  have  no  problems  with  fj 

21.  Have  the  necessary  leadership 

22.  Can  avoid  the  problems  of  sex 

23.  Can  perform  well  even  If  they  are  single  parents 

24.  Have  the  ability  to  work  well  In  teams  

25.  Should  be  allowed  to  be  assigned 


skills 
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The  following  questions  or*  about  you.  They  are  designed  to  enable  us  to 
determine  how  en  individuals  background  affects  his/her  responses  to  the 
questions  1 asked  you  earlier. 


C 


CODE 


1.  How  old  are  you? 


2.  What  Is  the  highest  unitary  school  you  have  attended? 

3.  What  Is  your  ethnic  group? 


4.  What  1$  your  school  trained  MOS/Speclalty? 

5.  What  Is  your  present  duty  MOS/Speclalty? 


6.  If  the  answer  to  questions  4 and  5 differ  ask:  Why  are 
you  not  working  In  your  school  trained  MOS/Speclalty?  _ 

7.  How  na ny  sooths  have  you  served  In  this  duty  MOS/ 

Specialty? _____ 

8.  How  many  Months  have  you  been  assigned  to  this  unit?  

9.  How  many  Months  have  you  been  on  active  duty  In  the 

Army? 

10.  How  Many  Months  have  you  been  supervised  b£  women  In 
the  Military  or  In  a civilian  Job? 


11.  How  Many  Months  have  you  supervised  women  In  the 
military  or  In  a civilian  Job?  


12.  How  many  months  have  you  worked  with  women  soldiers  In 

the  same  unit  to  *Wi1ch  you  were  assigned? 

13.  How  many  women  are  assigned  to  your  unit? 

14.  What  Is  the  total  number  of  personnel  (both  Men  and 
Mmen)  assigned  to  your  unit? 

15.  Should  there  be  a maximum  number  of  women  assigned  to  your 

unit? If  so,  how  many?  why? 

CLOSING  STATEMENT  - 

Me  appreciate  your  candid  answers.  Your  answers  will  be  Most  helpful  to 
our  analysis.  Thank  you  for  your  cooperation. 


01*4 


n 


: 





- — - m I' 

' *t-r- j~ 


ANNEX  2 

BACKGROUND  AND  DEVELOPMENT 
OF  STRUCTURED  INTERVIEW 

1.  PURPOSE. 

a.  At  the  beginning  of  EWITA  It  was  decided  that  the  attitudes 
and  perceptions  of  the  male  supervisors,  already  in  units  when  the 
women  were  assigned,  were  significant  factors  in  determining  how  ef- 
fectively women  would  be  utilized  In  those  units. 

b.  To  obtain  this  Information,  It  was  determined  that  It  would  be 
necessary  to  go  to  the  field  and  Interview  selected  personnel  on  a 
broad  range  of  attitudes  and  perceptions  concerning  the  feasibility  of 
assigning  women  to  that  type  of  unit.  Opinions  were  sought  on  all 
major  Issues  of  the  evaluation. 

c.  In  addition,  the  Interview  solicited  the  opinions  of  Incunbent 
leaders  concerning  the  recommended  maximun  number  of  women  who  could 
be  assigned  to  each  type  unit. 

d.  The  Intention  of  the  Interview  was  to  provide  data  to  support 
the  original  objectives  2,  3 and  4.  Based  on  the  change  In  objec- 
tives, the  data  supports  revised  objectives  2 and  4. 

2.  BACKGROUND. 

a.  The  content  of  the  Interview  Is  nearly  Identical  to  that  of 
the  questionnaire.  All  the  statements  developed  for  the  questionnaire 
were  Included  In  the  Interview  form,  plus  the  additional  statement 
about  women  not  being  a disruptive  element  In  the  unit  (see  question 
27,  Annex  1,  Appendix  C). 

b.  The  development  of  Interview  Items  was  the  same  as  for  the 
questionnaire  (Annex  2,  Appendix  B). 

c.  The  team  of  Interviewers  was  given  special  training  as 
described  In  paragraph  3b. 

3.  METHOD. 

a.  The  Interview  Form.  The  interview  form  differed  from  the 
que stl onnaire  as  follows: 
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(1)  The  Interviewee  was  given  each  statement  orally  by  the 
Interviewer. 


(2)  The  Interviewer  answered  In  terms  of  the  unit  rather  than 
his/her  own  job. 

(3)  The  interviewee  was  asked  simply  to  agree  or  disagree  to  each 
statement,  once  for  peacetime  and  once  for  wartime. 

(4)  The  Interviewer  then  made  additional  comments  on  each  Item 
which  he/ she  responded  to  with  "disagree". 

b.  Training  of  Interviewers.  Since  members  of  the  EWITA  were  the 
interviewers,  it  was  necessary  to  conduct  Interview  training.  This 
training  was  conducted  as  Indicated  at  Appendix  E. 

c.  Procedures  for  Selection  of  Interview  Sample. 

(1)  Company  level  units  were  selected  as  the  unit  of  analysis 
since:  (a)  This  was  the  level  of  analysis  for  the  overall  EWITA 
effort,  and  (b)  company  level  supervisors  were  assuned  to  be  In  the 
best  position  to  make  the  kind  of  judgments  required  on  the  evaluation 
issues. 

(2)  The  interview  audience  was  selected  to  provide  an  Insight 
Into  the  attitudes  and  perceptions  of  Incunbents  (supervisors)  In  a 
broad  cross-section  of  units.  Given  the  time,  personnel,  and  monetary 
constraints  of  the  evaluation.  It  was  decided  to  select  at  least  one 
of  each  type  TOE  unit  from  the  geographical  regions  of  CONUS,  Alaska, 
Panaaa,  Hawaii,  Korea,  and  Europe. 

(3)  Since  first-line  supervisors  were  the  target  of  the 
Interview,  It  was  decided  to  Interview  the  company  commander,  first 
sergeant,  two  platoon  leaders,  and  two  platoon  sergeants  In  each  unit 
selected.  It  was  further  decided  to  Interview  the  battalion  commander 
of  the  company  level  unit  selected  and  the  senior  female  In  the 
battalion.  If  one  was  assigned  (see  Table  C.2.I.). 

4.  RESULTS. 


a.  In  a majority  of  cases  the  number  of  Individuals  Interviewed 
per  unit  was  too  small  (Table  C.2.2.)  to  be  used  as  a meaningful  Indl 
cator. 


b.  Grouping  by  branch  gave  larger  nunbers,  therefore  the  data 
were  grouped  by  type  branch  (Table  C.2.3.). 

c.  The  summary  of  the  Interviews  data  by  branch  Is  presented  In 
Annex  2,  Appendix  A-2. 

5.  DISCUSSION. 

a.  The  proportion  of  disagrees  per  interview  statement  reflected 
the  attitudes  and  perceptions  of  the  job  requirements  of  that  branch. 
For  example,  95%  of  the  combat  engineers  saw  pregnancy  as  a problem  as 
compared  to  56%  of  the  finance  personnel. 

b.  The  differential  responses  by  branch  and  Issue  provides 
content  validity  of  the  Interview  Instrument. 

c.  Detailed  discussions  of  the  results  are  Included  In  the 
discussion  of  specific  Issues  (objective  4). 

d.  Statistical  Analysis: 

(1)  The  exact  sampling  procedures  cannot  be  delineated  since  the 
target  populations  were  selected  on  an  as  available  basis  at  each 
location. 

(2)  Further,  given  "type  company"  as  the  basic  "unit",  statisti- 
cal confidence  procedures  could  not  be  applied  based  on  Individual 
responses. 

(3)  A simple  statistical  method  was  used  to  avoid  the  gross  error 
cf  falsely  accepting  a high  percentage  as  significant  when  the  sample 
size  was  small. 

(4)  The  procedure  Is  outlined  In  the  statistical  guide  (Section 
IV,  Annex  3,  Appendix  B).  This  method  takes  Into  account  the  sample 
sizes  when  comparing  two  percentages. 

(5)  The  responses  which  achieved  a statistical  significance  of 
p<.05  level  or  better  were  used  for  the  discussion  of  Issues 
(objective  4). 

6.  CONCLUSIONS.  The  Interviews  provided  a great  deal  of  information 
on  the  various  problems  of  women  In  TOE  type  units.  However,  because 
of  procedural  and  statistical  limitations  the  data  could  only  be  used 
as  Indicators  of  the  possible  opinion  of  men  and  women  In  these  units. 
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Table  C.2.L.  Supervisors  Interviewed  by  Type  Unit. 
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Table  C.2.2.  Summary  of  Personnel  Interviewed  by  Type  Company  and  Branch. 
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United  States  Army  Administration  Center 
Ft  Benjamin  Harrison,  Indiana 


Physical  Capabilities  and  Limitations  Analysis 


3* 


Prepared  by: 

LTC  Sonya  Laubscher  and 
Dr.  James  Sampson  In 
coordination  with  Panel 
Members  and  Women  In  the 
Arm y Evaluation  Team. 


1.  REFERENCES: 


a.  MOS  Task  List:  Listing  of  MOS  with  physically  demanding  tasks 
Identified  by  proponent  schools  and  submitted  to  U.S.  Army  Infantry 
School,  Ft.  Bennlng,  GA. 

b.  Anthropometry  of  Women  In  the  U.S.  Army  - 1977:  Reports  No.  2 
(TR  77/024)  and  No.  5 (TR  77/U29);  Clothing,  Equipment  and  Materials 
Engineering  Laboratory;  U.S.  Army  Natick  Research  and  Development 
Command,  Natick,  MA. 

2.  Purpose. 

To  determine  the  physical  qualifications  and  capabilities  of  women 
to  perform  the  critically  limiting  tasks  related  to  specific  MOS. 

3.  Background. 

a.  On  1 November  1977,  pursuant  to  a recommendation  by  Colonel 
Lee  Roy  Jones,  Medical  Corps,  Office  of  the  Surgeon  General,  a special 
panel  was  established  to  examine  critical  physical  tasks  and  require- 
ments associated  with  specific  MOS  which  might  Impact  on  the  assign- 
ment of  females  to  these  MOS. 

b.  Members  appointed  to  the  special  panel  are  listed  at 
Inclosure  1. 

c.  The  specific  MOS  analyzed  are  listed  at  Inclosure  2. 

d.  The  Army  had  no  physical  qualifying  tests  nor  any  other 
scientific  data  on  which  to  base  the  capability  of  personnel  to  meet 
specified  physical  requirements  associated  with  the  various  NOS. 

e.  The  source  document  used  by  the  panel,  reference  la.  Is  a 
first  draft  of  job  descriptions  for  those  MOS  which  require  physical 
requirements  above  those  established  by  the  baseline  physical  training 
test.  The  data  for  the  manual  was  obtained  from  the  various  proponent 
schools.  The  document  Is  not  considered  an  authorized  publication, 
but  rather  represents  the  only  Information  currently  available  con- 
cerning the  physical  job  requirements  associated  with  the  MOS.  In  the 
absence  of  proponent  Input,  the  air  defense  artillery  (ADA)  NOS 
physical  requirements  were  determined  bythe  ADA  representative  on  the 
WITA  team  In  coordination  with  the  ADA  school.  Ft.  Bliss,  TX. 


f.  Panel  membership  Included  researchers  who  are  experienced  in 
the  measurement  of  the  physical  capacities  of  men  and  women,  as  well 
as  TRADOC  representatives  with  specific  knowledge  of  the  strength  and 
endurance  Information  contained  In  the  source  document  (reference  la). 

4.  Discussion: 

a.  Attendees  and  their  functions  at  the  panel  meetings  on  18-19 
January  1978,  are  Indicated  at  Inclosure  1. 

b.  The  panel  attempted  to  obtain  Information  on  the  anthropo- 
metric requirements  of  specific  MOS  relative  to  the  equipment  used. 

The  Intent  was  to  close  those  MOS  where  It  could  be  determined  that 
operator  size  requirements  precluded  females  from  operating  the 
equipment.  Data  on  anthropometric  requirements  relating  to  operator 
size  were  unavailable  to  the  panel.  Representatives  from  the  Human 
Engineering  Laboratory  (HEL)  were  Invited  to  attend  to  provide  a judg- 
mental assessment  In  the  absence  of  such  data.  Weather  conditions 
precluded  their  attendance. 

c.  As  a prelude  to  panel  deliberations,  members  were  advised  that 
the  W1TA  evaluation  was  charged  with  determining  those  NOS  which 
should  be  closed  to  females.  While  several  factors  are  Included  In 
this  assessment,  such  as  the  combat  exclusion  definition,  career 
progression,  and  field  survey  opinion,  this  panel  was  to  focus  on 
physical  strength  and  endurance  requirements.  Other  areas  emphasized: 

(1)  Panel  experts  were  to  accept  as  written  the  Job  aescrlptlons 
In  reference  la. 

(2)  The  WITA  study  group  made  refinements  to  the  descriptions  In 
reference  la  when  It  could  do  so  In  coordination  with  the  proponent 
agencies  (l.e.,  clarification  of  the  weight  of  a given  object  or  the 
number  of  persons  comprising  a team  or  crew). 

(3)  Panel  experts  would  provide  judgments  as  to  the  percentage  of 
the  male  and  female  population  qu^Mfylng  for  the  job  based  on  the 
description. 

(4)  The  panel  had  the  option  of  concluding  that  a job  description 
was  Inadequate  for  making  an  approximation.  Where  this  situation 
occurred,  it  is  so  Indicated  at  Inclosure  2. 
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(5)  Panel  experts  were  asked  not  to  demand  high  precision  as  a 
prelude  to  rendering  judgments,  since  such  precision  cannot  be 
achieved  with  data  currently  available. 

(6)  As  an  example  of  data  limitations,  the  job  descriptions  In 
the  TRADOC  source  document  frequently  did  not  Indicate  whether  the 
object  to  be  lifted  had  handles  nor  was  Information  provided  as  to  the 
shape  of  the  Item.  Requirements  to  move  the  object  were  not  clear  as 
to  whether  the  movement  would  be  by  push,  pull,  lift  or  drag.  In  such 
Instances,  the  panel  rendered  their  judgments  based  on  the  most 
difficult  requirement. 

(7)  Panel  experts  emphasized  the  limitations  of  the  data  on  which 
they  were  basing  their  judgments.  As  an  example,  the  Information  used 
to  assess  strength  requirements  was  based  on  static  strength  measures 
(reference  lb),  whereas  most  of  the  job  descriptions  Involved  dynamic 
strength.  In  some  cases  the  data  as  to  strength  tests  gave  mechanical 
advantage  to  men,  thus  the  men  had  higher  strength  values. 

(8)  As  a result  of  the  analysis  of  the  various  tasks  for  each 
MOS,  It  became  apparent  that  a lifting  requirement  was  one  way  to 
screen  applicants  for  the  various  MOS.  The  third  column  at  Inclosure 
2,  labeled  "WITA  RECOMMENDED  QUALIFYING  LIFT"  Is  a suggested  benchmark 
to  be  validated  In  further  testing. 

5.  Conclusions: 

a.  Based  on  the  deliberations  of  the  panel,  the  percent  of  males 
and  females  capable  of  performing  the  physically  demanding  tasks 
associated  with  the  MOS  are  Identified  at  Inclosure  2. 

b.  Ready  reference  charts  showing  weight  loads  by  percent 
capable,  males  and  females,  are  at  Inclosure  3.  These  charts  do  not 
Include  endurance  factors. 


Panel  Members 
18-19  January  1978 

Panel  Experts: 

Dr.  James  Vogel,  Exercise  Physiologist,  Director  of  Exercise  Phys- 
iology Division,  U.S.  Army  Research  Institute  of  Environmental 
Medicine,  Natick,  Massachusetts. 

Dr.  Richard  Burse,  Research  Physiologist,  Military  Ergonomics  Di- 
vision, U.S.  Army  Research  Institute  of  Environmental  Medicine, 
Natick,  Massachusetts. 

Mr.  Robert  White,  Physical  Anthropologist,  Clothing,  Equipment  and 
Materials  Engineering  Laboratory,  Natick  Army  Research  and  Devel- 
opment Command,  Natick,  Massachusetts. 

Representatives  of  Source  Documents  (Job  Descriptions): 

LTC  George  Batcheler,  Infantry  School,  Ft.  Bennlng,  GA 
Mr.  James  Dawson,  DTD,  Infantry  School,  Ft  Bennlng,  GA 
MAJ  Tom  Nicholson,  DCS-T,  TRADOC 

Facilitators: 

LTC  Don  Borden,  Consultant,  Panel  Chairman,  ADMINCEN 

LTC  Sor\ya  Laubscher,  DSP,  WITA  Team  II  Chief 

LTC  Doris  Caldwell,  DSP,  WITA  Team  I Chief 

LTC  Charlie  Baker,  DSP,  WITA  Tema  III  Chief 

Dr.  James  Sampson,  DSP,  WITA  Research  Psychologist 

Interested  Observers: 

LTC  Billy  Keyes,  DSP,  WITA,  ADMINCEN 

CPT  Bruce  Llebrlecht,  MSC,  Med  RAD  Command  ^ 
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physical  capabilities  <.  limitations  analysis 


aITA 

kauEL  ESTIMATE 

KtCUMrltNUEj 

PEKCEnT  capable 

JUAlIFYIhO 

iiOS  JOB  TITlE 

ESSENTIAL  LImITIno  tasks 

UUPiEn 

LIFT  (LBS) 

12b  Comoat  Enqineers 

Task  *b  Indiviuual  must  run  bo 

meters,  scale  7 ft  wall,  rusn  2b 
meters,  maneuver  through  barbed 

wire  fence,  place  2(HlbJ)  charge 
(lb  lb),  don  protective  mask, 
clear  area,  return  to  start. 

bu 

u 

luu 

Task  fb  Four  Individuals  must 
lift  Jbu  lb  (at*  lbs  each)  tool 
set,  carry  bu  meters  In  bo  secs 

(a-b  times  a oay) 

Task  #lu  Indivlaual  must  lift 

luu 

lb 

12  lb  sledge  hammer,  carry 

7"  lb  bundle  of  pickets  lu  ft. 

UipTace  pickets  depth  2 feet  In 
bu  secs,  7b-luo  times  a day 

7b 

b 

12C  Bridge  Specialist 

Task  f a Four  Individuals  must 

lift  3B1  ibs  (bb  lbs  each) 
base  plate,  carry  lu  meters.  In 

luu 

bo  secs,  4 times  a day 

Task  vb  As  part  of  b man  team 

lou 

b 

lift  b77  lb  panel  (bb  lbs  each), 
carry  Jo  feet.  In  b minutes,  2u 
times  In  2 hours 

luu 

b 

12E  Atomic  Uemolition 

Task  f2  Three  Individuals  must 

Munitions  Specialist 

lift  lbu  lb  (bu  lbs  each)  war- 
head,  shoulder  high,  carry  2u 
meters,  1 time  a oay 

luu 

Jb 

luu 

1 JB  Cannon  Crewman 

Task  *7  Individual  must  lift 

a maximum  of  luu  los  from 

ground  to  a height  of  bb  In, 
carry  a distance  of  2U  meters, 

luu  times  a day 

luu 

U 

luu 

1JE  Cannon  Fire  U1- 

Task  tl  Three  Individuals  must 

rectlon/FIre  Support 
Specialist 

lift  a'  2lu  1b  FAOAC  (7b  lbs  each) 
to  a height  of  36  In  and  carry 

It  2b  meters,  lu  times  a day 

luu 

bU 

luu 

13F  Field  Artillery 

Task  *2  Individual  must  back 

Fire  Support  Spec 

pack  bulky  equipment  weighing 

94  lbs  a distance  of  b-lu  KM, 

once  a day  (no  time  constraints 
given) 

luu 

luu 

luu 

mvmmv 
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MOS  JOB  TITLE 

ESSENTIAL  LIiiITlNix  TASKS 

PANEL  ESTIMATE 
PERCEUT  CAPABLE 

WITA 

RECOMMENDED 

OUALIFYInu 

TIEU 

WOMEN 

LIFT  (LBS) 

lbu  Lance  Missile 
Crewman 

Task  »2  Inalvldual  must  lift 

7b  lt>  jack  a maximum  heiant  of 

4 ft  and  carry  a distance  of 

B ft,  2 times  a day 

100 

3b 

luo 

. IbE  Pershinq  Missile 
Crewman 

Task  t 2 Two  individuals  must 
lift  and  carry  2bo  lb  cover  (12b 
los  each)  a distance  of  o ft, 
three  times  a day 

9b 

bo 

loo 

lbo  Lance/Honest  John 

Task  »1  (of  13E)  Three  Indl- 

Operations/FIre  Direc- 
tion  Spec  (requirement 
same  as  13E 

vi duals  must  lift  and  carry  210 
lb  FAOAC  (70  Ids  each)  a dls- 
tance  of  2b  meters,  ten  times 
a day 

loo 

bo 

loo 

16b  Hercules  Missile 
Crewman 

Task  *1  Two  individuals  must 
lift  lbu  1b  tire  unit  (7b  lbs 
each)  a height  of  b ft,  and  carry 
a distance  of  30  ft 

loo 

3b 

7b 

lbC  Hercules  Fire 
Control  Crewman 

Task  »2  Three  Individuals  must 
lift  243  1b  cable  assembly  (HI 
lbs  each)  a height  of  b ft  and 
a distance  of  3u  ft 

loo 

b 

100 

16C  Hercules  Fire 

Task  »3  Six  Individuals  must 

Control  Crewman 

Z4P  Defense  Acaulsl- 
tion  Radar  Mechanic 

lift  760  lb  Klystran  Tube  and  con- 
tainer (127  lbs  each)  to  a helaht 
of  b ft  and  carry  a distance  of 

3o  ft 

6b 

0 

loo 

160  Hawk  Missile 

Task  #1  Individual  must  lift 

Crewman 

6o  lb  Electronic  Component  to  a 
height  of  b ft  and  carry  a dis- 
tance of  loo  ft,  once  a week 

Task  #2  Two  Individuals  must 

loo 

3b 

luo 

lift  2o4  lb  Loading  Ramps  (lu2 
lbs  each)  to  a height  of  S ft 

90 

0 

MOS 

JOb  TITLE 

lot  nawk  Fire  Control 
Crewman 

lbF 

Liqht  Air  Detense 

Arti 1 1 

ery  Crewman 

lbF 

Chaparral  Crewman 

Inclosure  2 


ESSENTIAL  LlHlTIUb  TASKS 

Task  #4  Three  individuals  must 
litt  27b  Id  Antenna  Section 
(i>1.7  Ids  each)  to  a height  of  b 
ft  ana  carry  a distance  ot  lu  ft 
Task  tS  Three  Inaiviauals  must 
lift  2<*d  Id  Caole  Assemoly  (ol 
lbs  eacn)  to  a height  of  b tt  ano 
carry  for  a ai stance  ot  So  ft 


weapon  every  b-7  seconas.  So 
times,  wt.  21  lbs  per  dip 


4 in  crew  lift  ISO  lbs  shoulder 
high,  hold  10  sec  and  push  onto 
missile  rail  (47. b lbs  ea) 

2 people  lift  A carry  121  lbs 
generator  (6o.b  Ids  ea)  2S  ft  A 
load  on  truck  (b  ft) 

Task  >1  Two  individuals  must 
lift  and  carry  17b  Id  shelter 
(bb  lbs  ea)  a distance  of  2b 
meters,  four  times  a day 
Task  »2  Six  individuals  lltt 
and  carry  s7b  Id  radar  unit 
(VS  lbs  each)  a distance  of 
lo  meters,  four  times  a day 

Task  »1  Individual  must  lift 
and  carry  7b  lb  flash  ranging 
set  bo  meters,  six  times  a 
day 

Lift  above  head  (i.e.,  2 meters) 

Task  >lb  Individual  must  back 
pack  4 1 lbs,  looo  meters  in 
4b  minutes,  twice  a week 

Task  2a  Individual  must  pack 
and  carry  bO  lb  equipment  a 
distance  oFT'mlles  and  emplqy 
sensors  in  1 hour,  once  a week 


KAhEL  ESTImATt 
hEKCEhT  CArAbLE 

I ComEJT 


W1TA 

KECOHiiEaoEO 
OUALlf Ylhu 
LIFT  (Lob) 


1 

W1TA 

PANEL  ESTIMATE 

RECOMMENDED 

MOS  JOb  TITLE 

PERCENT  CAPABLE 

QUALIFY Ino 

tSSENTlAL  LIMITING  TASKS 

MED 

WOMEN 

LIFT  (LBS) 

21t  Pershing  Elec- 

Task  el  Individual  must  lift 

tronics  Materiel 

bu  lo  CMT  set  from  ground  to 

Specialist 

snoulder  height 

Lift  and  carry  bu  lb  CmT  set 

7b 

b 

loo 

a distance  or  25" meters,  five 
times  a day 

loo 

2b 

21L  Pershlnq  Elec- 

Task  4bn  Lift  erector  launcher 

tronic  Repairer 

cable  mast  assembly:  a people 
lift  quo  lbs,  carry  lo  ft 

lOu 

2b 

100 

22N  NIKE  Launcher 

Task  2c  2 people  must  lift 

Ml ssi le  Repairer 

launcher  power  cylinder  (lbu  Ids) 
and  carry  20  ft,  lift  a ft 

loo 

lo 

loo 

23n  NIKE  Tract  Radar 

Task  2h  Lift  electrical  compo- 

Repairer 

nents  (weight  bo  lbs),  carry 

2JU  NIKE  Raoar  4 
Simulator  Repairer 

lo  ft 

loo 

2b 

2aH  Improved  Hawk 

Task  3b  4 people  must  lift 

Fire  Control  Repairer 

electronic  equipment  (3*0  lbs) 

241  Hawk  Pulse  Radar 

shoulder  high  (b7  1/2  lbs  ea) 

loo 

b 

loo 

Repairer 

24K  Hawk  Continuous 
Wave  Radar  Repairer 

24L  Hawk  Launcher  and 

Mechanical  Systems 
Repairer 

26B  Weapons  Support 

Task  #1  Two  Individuals  must 

riadar  Repairman 

lift  14b  lb  test  equipment 
above  head  (73  Ids  each) 

They  must  lift  and  carry  14b  lb 
test  equipment  (73  lb  each) 
a distance  of  3o  meters,  ten 

loo 

lb 

luu 

times  a day 

loo 

40 

2bY  Satellite  Com. 

Task  «3  Lift  bo  lb  azimuth  a 

Ground  Station 

elevation  motor  knee  high  4 posi- 
tion In  transmission  assembly 

Equipment  Repairer 

loo 

luo 

7b 

27b.  27E.  27F. 

Task  #4b  2 people  must  change 

27b.  27H 

Lano  Coabet  Repairer 

tires  4 rims,  wt  17b  lbs  (b4  1/2) 

luu 

bo 

luu 

Inc)  os  lire  2 
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HOS 

Jim  UTLE 

Jlj 

Teletypewriter 

Repairer 

jIm 

Multichannel  Com- 

munications  Equipment  | 

>■ ; 

J4b 

Fire  Control 

Computer  Repairer 

35F 

Nuclear  Weapons 

Electronics  Specialist  1 

3bC 

Telephone  In- 

55  = -'ir*-::  • y : M 

3bt) 

Antennaman 

3bE 

Cable  Splicer 

3bK 

Tactical  Wire 

Operations  Specialist 

41C 

Fire  Control  In- 

strument  Repairer 

41J 

Office  Machine 

Repairer 

43E 

Parachute  Rigger 

43M 

Fabric  Repair 

specialist 

Inclosure  2 


ESSENTIAL  LlMlTlNb  TASKS 


PANEL  ESTIMATE 
PERLEnT  CAPABLE 
MEn  I WOmEn 


PITA 

RECOmtiEnuEu 


ESSENTIAL  Lli-IITlNb  TASKS 

ms 

CAPABLE 

WOMEN 

UuALIFYIub 
LIFT  (LbS) 

Task  »1  Lift  7s  lb  teletype- 
writer  ana  place  on  teletype- 
writer table  (2  in  team) 

luo 

lou 

Task  *1  Two  indiviuuals  must 
lift  131  lb  multiplexer  (os  los 
each)  chest  high  in  Is  minutes, 
once  a month 

luo 

2b 

7 b 

Task  uub  Place  R/T  test  set 
Inside  vehicle  on  loader's  seat 
wt  4u  los,  carry  su  meters 

lou 

lou 

Su 

Task  fS  Two  Individuals  must 
lift  and  carry  277  lb  Nuclear 
Weaoon  Components  (13b  lbs  each) 
a distance  of  10  ft 

su 

0 

lou 

Task  #1  Six  individuals  must 
lift  lbu  lb  switchboard  chest 
high  In  3u  minutes,  four  times 
a year  (3o  lbs  each) 

lou 

lou 

7S 

Task  fl  Climb  poles  or  steel 
towers  to  extended  heights  for 
maintenance  and  repair 

Insuff 

Icient  data 

Task  >1  Climb  ld-3u  ft  tele- 
phone  poles  A fasten  tactical 
wire  to  pole 

luo 

lou 

Su 

Task  uu3  Remove  blister  i 
place  on  vehicle  deck.  Wt, 

SO  lbs 

luo 

luo 

75 

Task  Clean  an  electric  dupli- 
cator. 2 people  lift  a move 

US  lb  machine 

lou 

100 

75 

Task  Rig  a supply  load  on  a 
iTOular  platform  for  alrd  ip, 
lift  90  lb  ammunition  box..,, 
carry  22  ft 

luo 

lu 

lou 

Task  Lift  7o  1b  generator  from 
bed  of  truck  and  carry  ISO  ft 

100 

3S 

75 

D-2-5 


PANEL  ESTIMATE 
PERCENT  CAPABLE 

WlTA 

RECONHEhUtU 

qUALlFYluli 

NOS  JOB  TITLE 

ESSENTIAL  LINlTIhb  TASKS 

MEn 

WOMEN 

LIFT  (LbS) 

44B  Metal  Worker 

Task  uul  Place  oxyqen  & 
acetylene  cylinders  in  cart  * 
individual  must  roll  215  Ids 

loo 

loo 

50 

44E  Machinist 

Task  004  Mount  index  head  to 
milling  machine,  wt  25  lbs 

luo 

100 

bO 

4 SB  Small  Arms 

Repairer 

Task  Repair  Blmm  mortar  main- 
tenance - mortar  tube  weighs 

Bo  lbs 

loo 

loo 

bu 

4SK  Tank  Turret 
Repairer 

Task  oil  Place  cylinder  in  test 
tank,  wt.  So  lbs,  carry  s meters 
lift  waist  high 

loo 

loo 

7b 

4SL  Arti  1 1 ery 

Repairer 

Task  024  Remove  breechblock 
from  cannon  assembly,  wt.  Bo  los, 
lift  waist  high,  carry  S meters 

loo 

2b 

loo 

4SN  Tank  Turret 
Mechanic 

Task  #3uoy  Crew  of  3-4  remove/ 
Install  17b  lb  rangefinder, 
lift  S ft 

100 

7b 

7b 

4bP  Sheridan  Turret 

Task  »Soo4  Crew  of  3-4  install/ 

Mechanic 

remove  conouct-of-flre  trainer, 
wt  lbO,  lift  S ft 

loo 

Ob 

7b 

4 SR  Missile  Tank 

Turret  Mechanic 

Task  Same  as  4SP 

loo 

Bb 

7b 

Sib  Carpenter 

Task  *2  Individual  must  lift 

S4  lb  bag  of  cement,  carry 

2o  ft.  So  times  in  1 hr 

loo 

b 

luo 

SIC  Structures 
3p«cial1st 

Task  *1  4 man  team  load  & 
unload  3ou  lb  steel  pipe  sec- 

tions,  carry  20  meters,  12 
times  per  hour 

luo 

10 

loo 

S1H  Construction 
Foreman 

Task  «1  Assault  an  enemy 
position,  3oo  meters  away, 

1 x per  day 

Insuffi 

clent  Data 

Imd 


2 
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PANEL  ESTIMATE 

1 PERCENT  CAPABLE 

WITA 

RECOMMEnuEO 

qualifying 

MOS 

JOB  TITLE 

ESSENTIAL  LIMITING  TASKS 

mm 

..  imyjn 

LIFT  (LBS) 

Slli 

Firefighter 

Task  *1  Individual  must  carry 

victim  weighing  I7S  Ids  down 

2b  meter  ladder  from  Burning 
oullding 

100 

0 

12b 

blN 

Mater  Supply 

Task  *1  Individual  must  Install 

Specialist 

5U-6U  1b  wall  hung  lavatories 
at  a rate  of  2 per  'hour 

loo 

bo 

75 

SIR 

Electrician 

Task  #5  6 person  team  must 

lift,  carry,  emplace  Sou  lo 
telephone  pole  in  1 hr 

100 

2b 

loo 

S1U 

Diver 

Task  »2  Individual  .must  load  a 

unload  7b  lb  oxygen  tanks  from 

S ton  truck 

100 

75 

7b 

52C 

Rower  Rack 

Task  rl  Remove  uu  lb  batteries 

loo 

8b 

7b 

Specialist 

52U 

Power  Generation 

Task  «3  Remove  gas  engine 

|S9| 

(loo  lbs)  from  generator,  carry 
2u  ft,  place  on  work  bench 

100 

b 

100 

1 52E  Power  Station  ! 

Task  *2  Replace  75  lo  starter 

on  diesel  engine.  Lift  4 carry 

10  ft 

100 

35 

7b 

Task  *1  Load,  carry,  unload 

■ 

water  hose,  wt  80  lbs,  lift 
waist  high 

100 

2b 

100 

540  Chemical 

Task  006  Remove  al remotor  from 

Equl pment 

H3A3  smoke  generator,  wt  4b  los, 
lift  waist  high,  carry  5 meters 

100 

100  . 

50 

54E  Chemi cal  Opera- 

Task  #1  Lift  two  30  lb  smoke 

pots!,  sucked,  carl*  30  meters, 

10  times  in  2 min 

lo 

0 

75 

Task  #5E  Individuals  must 

55G  Nuclear  Ueaoons 
HaTntenance  Spec 

carry  277  IB  nuclear  weapon 
components  (138  los  ea.)  50  ft. 

50 

0 

100 
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HOS  JOB  TITLE 

PANEL  ESTIMATE 
PERCENT  CAPABLE 

WITA 

RECOiiMENDEU 

GUALIFYIno 

ESSENTIAL  LIMITING  TASKS 

MEN 

WUHEN 

LIFT  (LBS) 

bbX  Ammunition 
Inspector 

Task  #6A  Individual  must  lift 
and  carry  7u  IP  ammunition  box 

2u  ft  many  times  per  day 

luu 

4b 

7b 

b7E  Laundry  a Bath 
Specialist 

Task  Lift  7u  lb  water  pump 
from  truck  a carry  bu  ft. 

loo 

3b 

7b 

b7F  braves  Reqis- 
tration  Specialist 

Task  2 people  must  lift  and 
carry  remains  on  litter  Sou  ft 
(Av  wt  180  lbs) 

luu 

1U 

luu 

b/H  Terminal  Opera- 
tions  Coordinator 

Task  *1  Four  Individuals  must 
lift  and  carry  2So  lb  tarpaulin 
(62  lbs  each)  a distance  of  2u 
feet  In  3 minutes,  twice  a week 

luu 

8b 

7b 

61b  Watercraft 
Operator 

Task  *1  Individual  must  null  4U 
1b  moring  lines  through  vesselT 
chocks,  a distance  of  3u  ft, 
until  slack  is  removed  and  tie 
off  on  moring  bits.  In  one  min- 
ute, once  a day 

No  data 

for  judgmer 

t 

61b  Watercraft 
Operator  (Cont) 

Task  »b  Individual  must  lift 
and  carry  6U  1b  communication 
equipment  40  ft  in  b min  once 
a month 

and  job 
needs  n 

100 

description 
sf i nement 

6u 

7b 

61C  Watercraft 
Engineer 

Task  #8  Three  individuals  must 
lift  1801b  engine  cylinder  head 

6 In  out  of  compartment  (6u  lbs 
ea),  from  awkward  stooped  posl- 
tTon  and  carry  2u  ft  In  five 
minutes,  once  a month 

100 

2b 

75 

Task  #3  Individual  must  lift 
and  carry  60  lb  can  .of  liquid, 
r-  a distance  of  1UU  ft,  In 
five  minutes,  once  a week 

luu 

9b 

■ 1 

Task  #6  Two  Individuals  must 
lift  and  carry  12b  lb  cylinder 
(62  lbs  ea)  a distance  of  2b  ft. 
In  3 minutes,  once  a week 

luu 

7b 

75 

i 


r 

WITA 

PANEL  ESTIMATE  > 

RECOHHEhuEO  1 

PERCENT 

CAPABLE 

QUALIFYING 

NOS  JOB  TITLE 

ESSENTIAL  LIMITING  TASKS 

TiES 

WOMEN 

LIFT  (LBS)  j 
\ 

62B  Construction 

Task  Lift  and  carry 

loo 

luo 

1 

Equipment  Repair 

bo  lb  tool  oox 

bO 

6 zE  Crawler  Tractor 

Task  »1  2 people  remove  and 

Operator 

replace  tutting  edge  on  0/  **ul  1- 

7b 

0 

12b 

dozer,  wt  Zbu  lbs 

bzF  Crane  Operator 

Task  »7  2 people  Install  tag 

luo 

bo 

lou 

line  on  crane,  wt  17b  lbs 

b2G  guarryperson 

Task  #1  Load,  carry,  unload 

pieces  of  drill  steel,  lift 

7b  lbs,  b ft,  carry  bo  meters, 

4 times  in  15  min.  4 hrs 

loo 

2b 

lou 

62H  Concrete  Paving 

Task  #4  Lead,  carry,  unload 

Equipment  Operator 

cement  bags  - 94  lbs,  carry  lo 

luo 

lu 

loo 

meters.  Move  10  bags  in  15  min 

62J  General  Construe* 

Task  Break  rock  or  concrete 

tion  Machine  Operator 

with  an  Bb  lb  pavement  breaker. 

Operate  45  min  of  each  hour  for 

H hrs 

100 

6 

luo 

63B  Wheel  Vehicle 

Task  »2  Inoividual  must  lift 

Hechanlc 

out  3b  lb  generator  for  21/2 
ton  wheel  vehicle,  lower  from 

shoulder  height  to  waist,  and 
carry  b meters  In  10  minutes 

lou 

BU 

7b 

63C  Track  Vehicle 

Task  007  Remove  pivot  brake 

fiechanTc 

assembly,  wt  4o  lb,  lift  waist 
high,  carry  5 meters 

loo 

100 

bu 

63F  Recovery 

Task  ool  Place  boom  snatch 

Specialist 

ol ock  1 n boom  tray,  wt  95  lbs, 
lift  waist  high,  carry  4 meters. 

luo 

100 

bo 

4 In  crew 

b3G  Fuel  and  Elec- 

Task  o22  Remove  test  generator 

trie  Repairer 

from  test  stand,  lift  92  lbs  A 
carry  5 meters.  3 In  crew 

luo 

luo 

bu 

b3H  Automotive 

Task  *043  Replace  transfer 

Repairman 

assembly  b-ton  MblB 

| Insufficient  data 

1 

r 
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PANEL  ESTIMATE 
PERCENT  CAPABLE 

WITA 

RECummEnuEu 

OUALIFYIno 

hOS  JOB  TITLE 

ESSENTIAL  LIMITING  TASKS 

MEN 

WOMEN 

LIFT  (LBS) 

630  quartermaster 
Equipment  Repairman 

Task  uul  Remove  heater  enqine 
assembly  from  mounting  oase, 
wt  3b  Ids,  carry  b meters 

luu 

luu 

bu 

64t  Motor  Transport 
operator 

Task  rl  Three  individuals  must 
lift  22o  Id  tire  assembly  (.73 
lbs  each)  a heiqht  of  b ft.  in 
<fo  secs,  twice  a month 

loo 

10 

7b 

67o  Ai  rpl  ane 

Repairer 

Task  »1  Individual  must  lift 
and  carry  bb  lb  tool  box,  a 
distance  of  bo  meters  and  place 
on  truck  bed  (4  ft  high),  six 
times  per  day 

luu 

6U 

7b 

Task  »2  Individual  must  remove 
Ho  lb  starter  qenerator  from  the 
A/C,  using  both  hands;  lower  It 
to  waist  hi  ah  ana  carry  5u  feet 
to  shop  in  20  minutes  once  a 
month 

luu 

b 

7b 

67N  utility  Hell- 
copter  Repairer 

Task  #b  Individual  must  remove 
bo  lb  Inverter  from  A/C,  using 
both  hands;  lower  It  to  waist 
high  and  carry  for  bo  meters 
to  shop,  once  a month 

Task  fl  Individual  must  remove 
by  lifting  BO  lb  battery  from 

A/C  and  carry  5u  meters  In  3o 
min  three  times  a month 

9b 

luu 

0 

2b 

7b 

Task  >2  Six  Individuals  must 
push  4boo  lb  A/C  for  a distance 
of  bo  meters,  once  a day 

Insuff' 

regard) 

clent  data 
ng  push  .'ore 

e 

67U  heal  urn  Helicopter 
Repel rer 

67V  Observation/Scout 
HeTi copter  Repairer 

6>X  Heavy  lift  Hell- 
copter  Repairer 

Task  »1  Individual  must  lift 
and  carry  6S  lb  tool  box  for 
distance  of  bu  meters  and  set 
on  platform  S ft  high,  six 
times  a day 
(Same  as  67G) 

luu 

6U 

7b 

67Y  Attack  Hell- 
copter  Repairer 

Task  »1  Individual  must  lift 
and  carry  6b  lb  tool  box  for  a 
distance  of  bb  meters,  lift  to 
height  of  b ft,  six  times  a day 
(Same  as  67b) 

luu 

60 

75 
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WITA 

PANEL  ESTIMATE 

RECOHMENUEu 

PERCENT 

CAPABLE 

qualifying 

MOS  JOB  TITLE 

ESSENTIAL  LIMITING  TASKS 

"mEn 

WOMEN 

LIFT  UBS) 

67Y  Attack  Heli- 

Task  f S'  Three  Individuals  must 

j 

copter~Repairer 

remove  lbu  id  wing  from  A/C 

(cont) 

(bu  Ids  each)  and  carry  waist 
high  for  a distance  of  bu  ft 

In  two  hours 

Task  *7  Individual  must  Install 

luu 

6U 

7b 

and  remove  bu  Id  oattery  from 

A/C,  carry  tor  su  meters  In  3U 
minutes  three  times  a month 

luu 

Bb 

7b 

686  Aircraft  Power 
Plant  Repairer 

Task  »1  Individual  must  lift  and 
carry  7 u Id  tool  Dox  for  a dis- 
tance of  bu  meters,  4 times  a day 

luu 

3b 

7b 

beD  Aircraft  Power- 

Task  el  Two  Individuals  must 

train  Repairer 

lift  BU  Id  transmission  (4b  lbs 
each)  from  floor  to  3 ft  work 
bench 

Task  t'i  Individual  must  lift 

luu 

98 

7b 

and  carry  6b  1b  tool  box  for  dis- 
tance of  bu  meters,  to  height  of 

3 ft,  six  times  a day 

luu 

6U 

6BF  Aircraft 

Task  t'i  Individual  must  lift 

Electrician 

and  carry  6U  lb  tool  box  twice  a 
day 

Task  *3  Individual  must  lift 

1UU 

bo 

75 

bO"  lb  starter  generator  from 
floor  to  3 ft  bench,  twice  a 

month 

luu 

2b 

686  Aircraft  Struc- 

Task  #1  Individual  must  lift 

tural  Sepal  re r 

and  carry  6U  lb  tool  box,  2u 
meters  4 times  a day 

luu 

6U 

7b 

68H  Aircraft  Pneu- 

Task  *1  Individual  must  lift 

draullcs  Repairer 

68  lb  tool  box  and  carry  bu 

Severs 

luu 

bU 

7b 

6BJ  Hellcoptor  His- 

Task  el  Three  Individuals  must 

sTTe  Systems 

lift  2bb  1b  N28A1E1  (Bb  lbs  each) 

Sepal  rer 

ammunition  magazine  from  ground 

to  3 ft  and  place  In  A/C,  within 
lb  min,  six  times  a day 

luu 

lb 

7b 

inclosure  2 
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itOS 

JOB  TITLE 

boi-t 

Helicopter 

71#  Traffic  Manage- 


ment Coordinator 


700  Material 


7bJ  Heolcal  Sue 
[flyman 


76 V Storage  Sup- 

pTyman 

7bw  Petroleum  Su 


rrr 


7bX  Subsistence 
Supplyman 


7bY  Unit  Supply 
CTerfc 


b2C  Field  Artllle 


blB  Medical 


blC  Clinical 


fA#EL  ESTIMATE 
KEKCEnT  CAkauLE 

ESSENTIAL  LlHlTlw*  TASKS 

msM ■ 

Task  » L Inolvloual  must  lift 
and  carry  o#  lo  analyzer  test 
set  tor  bu  meters  (assume  a <t-b 
ft  lift)  twice  a day 

luU 

2b 

Task  Lift  ano  carry  3b  lo 
typewriter,  3u  ft 

luu 

luu 

Task  Unload  supplies  In  bu  Id 
containers,  carry  SU  ft 

luu 

bu 

Task  »2  A crew  of  two  lift, 
carry  up  to  Su  meters  push, 
pull  lb-2u  meters  medical  sup- 
ply Items  weighing  8o-luu  lbs 

luu 

luu 

Task  Lift  and  carry  container 
weighing  i7b  lbs 

Task  2 people  will  roll  a 
bb  gal  drum  luu  ft  across 

luu 

2u 

level  surface  (wt  46u  lbs)  and 

set  upright 

Insufficient  data 

Task  Lift  class  b ration 
containers  weighing  3u-SU 

lbs  carry  2u  feet 

Task  Lift  supply  container 
weighing  from  2b  to  bo  los 
(av  wt  7u  lbs),  move  3u  ft 

luu 

lbb 

luu 

#b 

Task  fl  Individual  must  lift 
and  carry  132  1b  survey  equip- 
ment a distance  of  2b  meters, 
six  times  a day 

6b 

u 

Task  #7a  Lift,  carry  A move 

lbu  los  patients  by  litter  - 
2 people 

luu 

IS 

Task  «7b  Same  with  3 people 

luu 

7b 

Task  #7b  Same  with  4 people 

luu 

lUu 

Same  tasks,  conditions  A 
standards  as  bib 

Same 

Same 

HUS  JOB  TITLE 


ESSENTIAL  LIMITINO  TASnS 


PAmEL  ESTIMATE 
PERCEhl  paRAbLE 
iiEn  I mUiEn 


wITa 

KECUviEnutu 
UuAlIFVIku 
LIFT  (LBS) 


»1F  psychiatric 
Specialist 


Behavioral 


Task  t i Restrain  patients  who 
are  out  of  control  • nas 
assistance 


Task  v'/a  Litt,  carry  a move 
Ibu  Id  patients  by  Titter  - 
2 people 

Task  »7b  Same  witn  3 people 
Task  *7p  Same  with  a people 


loo 


lou 

loo 

lou 


lou 


IS 

7S 

lou 


So 


7S 


Task  t 2 Lift.  push.  pull,  carry 
equipment,  boxes,  other  objects 
weighing  6u-lou  lbs,  with  as- 
sistance (2  person  crew) 

loo 

loo 

7B 

Task  »2  Lift,  carry  uo  to  So 
meters;  push,  pull  lS-2u  meters 
meaical  supply  Items  weighing 
bu-luu  los;  has  assistance 
(2  person  crew) 

lou 

loo 

7S 

Task  2 people  lift  2lu  lb  POL 
test  kit  a carry  Su  ft 
(luS  los  ea) 

loo 

S 

lou 

Task  fl  Four  Inalvlduals  must 
move  27B  lb  cable  assembly  (os 
lbs  each),  bu  meters 

They  must  lift  273  lb  housing 
unit  (bb  los  each)  a height 
of  42  in 

lou 

BO 

loo 

lou 

4u 

Task  *4  Two  Individuals  must 
lilt  ana  carry  3uu  lb  GEO  gene- 
rator (lSu  lb  each)  a distance 

of  3u  meters 

40 

0 
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MOS  JOB  TITLE 

I ) 

FAnEL  ESTIMATE 
PERCENT  CAPABLE 

MITA 

RECUMhEhUEO 

OOALlFYIfaO 

ESSENTIAL  LIiUTlrtO  TASKS 

HEm 

WOi'itN 

LIFT  (LBS) 

54B  Fooo  Service 
Special i st 

Task  2 people  lirt  IK  lo  tielo 
ranye,  carry  iu  ft  (ou  los  ea) 

luu 

loo 

7 b 

5<*F  hospital  Fooo 
Service  Specialist 

Task  Lift  roasting  pans  filleu 
with  meat  Kb  los)  carry  12-ib  tt 

luu 

lou 

bo 

55o  Military  Police 

vSC  Correctional 
Specialist 

Task  »b  Move  an  accident 

victim  • usually  with 
lasic  #2  assistance,  move  lbu  lo 
victim  bu  meters 

5bu  Assistant 

Special  Aqent 

luu 

50 

luu 

55b  Military 

Pol iceman 

95C  Correctional  Spec 

Tasks  fl  - 2 Indivioual  must 
catch  and  subdue  an  average  lbu 
lb  man  within  15u  meters  and 

5iD  Assistant  Special 

apply  hand  irons  without  using 

Agent 

HP  Club 

50 

0 

75 

o 
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APPENDIX  E 


TRAINING  OF  WITA  TEAM  MEMBERS 

1.  The  WITA  evaluation  team  was  selected  to  Include  both  males  and 
females.  Further,  members  were  selected  to  Insure  representation  from 
a broad  range  of  MOS's/ spec laities,  field  experience,  grades,  and 
types  of  units.  While  this  selection  process  Insured  that  maximum  on 
the  job  knowledge  and  practical  experience  were  included  on  the  team. 
It  Increased  the  Importance  of  orientation  training.  The  objectives 
of  this  orientation  were  to  familiarize  team  members  with  the 
requirements  of  the  evaluation,  finalize  the  evaluation  plan,  and 
Insure  that  everyone  was  knowledgeable  In  the  standard  procedures  and 
research  techniques  to  be  used  during  the  evaluation. 

2.  Team  building,  training  In  specific  research  skills,  and  plan  de- 
velopment were  conducted  simultaneously  through  a series  of  workshops. 
Following  a series  of  get  acquainted  exercises,  team  members  were 
provided  lecturettes  In  communication  skills,  decision  making,  and 
other  human  Interaction  processes.  Each  lecturette  was  followed  by 
discussion  and  practice  In  the  use  of  the  skill.  Brainstorming  the 
WITA  Issues  and  development  of  the  evaluation  plan  were  the  major 
vehicles  for  all  exercises. 

3.  Upon  completion  of  the  plan,  and  prior  to  going  to  the  field  to 
gather  data,  an  Interviewing  workshop  was  held.  A combination  of 
lecture,  practice  and  video-tape  was  used.  Each  team  member  had  to 
demonstrate  adequate  skills  to  conduct  field  Interviews  with  a wide 
range  of  people,  some  of  whom  might  prove  to  be  hostile.  Those  who 
were  less  confident  In  themselves  were  given  additional  practice,  to 
Include  Interviews  of  subjects  they  had  not  met. 

4.  Throughout  the  remainder  of  the  project,  training  was  conducted  as 
needed  to  Insure  efficiency  and  uniformity  of  procedures.  Workshops 
concerning  how  to  read  literature  for  reliability  And  validity* 
discussions  concerning  research  procedures,  and  additional  team 
building  were  conducted  as  required. 
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DEPARTMENT  OF  THE  ARMY 

OFFICE  OF  THE  ADJUTANT  GENERAL 
WASHINGTON.  D.C.  SOHO 

1 0 AUC  I S/7 

DAPE-MPE-CS 

SUBJECT:  Directive  for  Evsluatlon  of  Women  In  the  Army  (EUITA) 


Commander 

US  Army  Administration  Center 
Fort  Benjamin  Harrison,  IN  46216 


1.  The  purpose  of  this  letter  is  to  direct  the  conduct  of  an  evaluation 

of  the  employment  of  women  in  the  Army.  The  action  agency  is  the  US  Army  Ad- 
ministration Center.  Direct  access  is  authorized  through  the  Office 
of  the  Deputy  Chief  of  Staff  for  Personnel  to  all  Department  of  the  Army 
activities  and  agencies. 

2.  References: 

a.  December  1976-ODCSPER  study:  Women  in  the  Army. 

b*  11-12  April  1977-transcript  of  ODCSPER's  Women  in  the  Army  Symposium. 

c.  May  1977-Office  of  the  Assistant  Secretary  of  Defense  (Manpower, 
Reserve  Affairs  and  Logistic s)  background  study:  Use  of  Women  in  the  Military. 

d.  July  1977  -MILPERCEN  study:  Final  Task  Force  Report:  Utilisation 
of  Women  in  the  Army. 

e.  Army  Research  Institute's  report  on  MAX  WAC  (when  published). 

f.  Army  Research  Institute's  report  on  REF  WAC  77  (when  published). 

g.  9 April  1975-TRADOC  Study:  WAC  Content  in  TOE  Uhits. 

h.  Any  other  reports,  studies,  or  docusents  relating  to  the  use  of 
women  in  the  Army  which  the  action  agency  determines  to  be  appropriate. 

3.  Headquarters,  Department  of  Army  Sponsor  - Deputy  Chief  of  Staff  for 
Personnel.  Point  of  contact  is  LTC  Frank  Estes  (AV  225-0890/95). 

4.  Terms  of  Reference. 

a.  Background . TRADOC  conducted  a Women  Content  in  Units  Evaluation  in 
W74-75  to  determine  percentages  of  unit  fill  by  females , These  data  were 
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DAPE-MPE-CS 

SUBJECT:  Directive  for  Evaluation  of  Vonen  in  the  Army  (EWITA) 


initially  helpful  in  determining  female  assignment  policies.  However,  more 
recent  experience  dictates  that  the  analysis  be  expanded  to  evaluate  female 
fill  by  type  unit,  by  MOS  (specialty  for  officers)  and  grade. 


b.  Problem.  There  is  great  pressure  for  the  Army  to  significantly 
increase  the  number  of  women  in  the  Army.  Therefore,  the  Army  must  evaluate 
its  units  to  determine  hew  many  women  by  MOS  (specialty  for  officers)  and 
grade,  can  be  assigned  without  reducing  the  inlts  or  the  Army's  ability  to 
accomplish  its  ground  combat  mission.  This  analysis  will  not  be  constrained 
by  current  assignment  policies/restrictions. 


c.  Objectives 


(1)  Analyze  all  MOS  (specialties  for  officers)  excluding  infantry,  armor, 
and  cavalry,  currently  closed  to  women  and  determine  if  they  should  be  opened 
to  women. 


(2)  Reanalyze  Category  II  and  III  wits  and  establish  appropriate  limits 
on  female  content  by  MOS  (specialty  for  officers),  grade  and  unit. 

(3)  Reanalyze  TDAs  and  establish  appropriate  limits  on  female  content  by 
MOS  (specialty  for  officers),  grade  and  \»it. 

(4)  Analyse  Category  I units  to  identify  those  which  could  or  should  be 
open  to  women.  Establish  appropriate  limits  on  female  content  by  MOS  (specialty 
for  officers) , grade  and  unit. 


(1)  Accomplish  under  modified  combat  exclusion  guidance,  l.e.,  positions 
in  combat  arms  that  may  be  appropriately  filled  by  women. 

(2)  Develop  a dear,  simple  definition  of  the  combat  role  from  which  woman 
will  be  excluded.  Avoid  caveats  relating  to  battlefield  geography. 

(3)  Consideration  should  include  MOS  (specialties  for  officers)  which  could 
be  opened  even  though  they  require  transition  from  rear  areas  to  forward  areas 
to  perform  duties  on  a limited  time  basis,  but  not  for  the  primary  purpose  of 
engaging  the  enemy. 

' (4)  At  grede  and  MOS  (specialties  for  officers)  level,  determine  inter- 

changeable spaces  and  datermine  how  many  interchangeable  spaces  could  be 
filled  by  women  without  reducing  the  unit’s  capability  to  perform  its  mission. 

(5)  Consider  dividing  Category  I units  into  Category  IA  (male  only)  and 
Category  IB  (interchangeable) . 
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(6)  Determination  of  Interchangeable  epacee  and  female  limits  must  be 
addressed  for  wart las  missions. 

(7)  Evaluate  TDAs  In  light  of  their  mission  and  as  a source  of  ionediate 
replacements  under  mobilisation  conditions. 

(8)  Evaluate  the  feasibility  and  Impact  of  using  TDA  personnel  as 
Individual  replacements  in  primary,  secondary  and  combat  arms  specialties 
(i.e.,  as  flllen). 

(9)  Evaluation  results  should  be  easily  used  In  the  Army's  data  base  and 
also  made  available  to  field  commanders.  The  manageability  of  the  evaluation 
results,  In  terns  of  the  personnel  management  system,  must  be  addressed. 

e.  Limitations.  Not  appropriate  since  objectives  limit  the  study  to 
specific  areas. 

f.  Time  Frsne.  1977-1983. 

g.  Essential  Elements  of  Analysis  (EEA) . Applicable  EEA,  If  appropriate, 
will  be  developed  by  the  action  agency  in  the  evaluation  plan. 

5.  Support  and  Resource  Requirements. 

a.  Action  agency  has  direct  access  through  ODCSPER,  HQDA,  to  all  Department 
of  the  Army  activities  and  agencies.  Office  of  Deputy  Chief  of  Staff  for 
Personnel  (DAPE-MPE-CS)  will  assist  the  action  agency  when  required. 

b.  Commander,  Amy  Research  Institute  will  provide  timely  Input  to 
action  agency  on  research  completed  or  In  progress. 

c.  Funding.  Funding  will  be  provided  by  Headquarters,  Department  of  Amy. 
Submit  requirements  through  HQ  TRADOC,  for  valldatlon/conf 1 mat Ion,  to  this 
headquarters  NLT  31  August  1977.  Requirements  should  be  detailed  by  Program 
Element,  Element  of  Expenae  with  sufficient  narrative  Justification  to  enable 
review  and  approval  by  this  headquarters . Approved  level  of  funding  will 

be  reflected  In  the  response  to  the  TRADOC  Command  Operating  Budget  Estimate 
(COBE)  RCS  CSCAB-205 . Any  extraordinary  funding  requirements  which  develop 
during  the  evaluation  should  be  brought  to  the  losediate  attention  of  both 
HQ  TRADOC  and  DAPE-MPE-CS  for  resolution. 

6.  Administration.  ” > 

a.  Title  - Evaluation  of  Women  In  the  Amy  (EWITA). 

b.  Schedule. 
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(1)  The  plan  for  the  conduct  of  the  evaluation  will  be  prepared  by  the 
action  agency  and  forwarded  for  HQDA  (DAPE-MP)  and  steering  comaittee  review 
by  6 September  1977. 

(2)  Progress  briefings  to  steering  conmittee  will  be  conducted  every  45 
days  after  evaluation  plan  approval  or  at  critical  milestones  as  determined 
in  the  evaluation  plan. 

(3)  The  reports  will  be  submitted  through  the  Commander,  TRADOC. 

(4)  Final  report  will  be  submitted  to  DA  for  staff  approval  by  1 March  1978. 

(5)  The  action  agency  will  publish  the  evaluation  report  in  the  desired 
number  of  copies  after  staff  approval. 

c.  Control  Procedures.  HQDA  (DAPE-MP)  will  monitor  the  evaluation  effort 
and  provide  staff  supervision.  Other  interested  agencies  and  OSA  may  be 
invited  to  attend  and  participate  at  scheduled  IPR  or  critical  periods  during 
the  evaluation. 

BY  ORDER  OF  THE  SECRETARY  OF  THE  ARMY: 


Major  General,  USA 
The  Adjutant  General 


CF:  TRADOC 
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DIRECTORATE  FOR  EVALUATION  OF  WOMEN  IN  THE  ARMY 
PERSONNEL  ASSIGNED 


Permanent 

Position/ 

Basic 

Name 

Rank 

Station 

Spec4 si  Skill 

Branch/Speclalty 

Roberts,  Grace  L. 

LTC(P) 

Ft  Harrison 

D1 rector 

Pers  Admin 

Baker,  Charles 

LTC 

Ft  Harrison 

Eval  Team  CH 

Infantry 

Caldwell , Doris  L. 

LTC(P) 

HQDA.DCSPER 

Eval  Team  CH 

Pers  Mgt 

Laubscher,  Sonya  R. 

LTC 

Ft  Bragg 

Eval  Team  CH 

Phys  Ther 

Simpson;  James(Dr) 

GS12 

USARIEM 

Research  Psych 

DA  Civ 

Donovan,  Charles  L. 

MAJ 

Ft  Harrison 

Dep  Dir 

Armor 

Hauck,  Betty  C. 

MAJ 

USAR 

Reserve  Rep 

Pers  Mgt 

Richmond,  Laura  J. 

MAJ 

Ft  Sam  Houston 

ProJ  Off 

Pers  Mgt 

Brady,  Raymond  M. 

CPT 

Ft  Sill 

Test  A Eval  Off 

Engineer 

Carr,  Mary  J. 

CPT 

Germany 

Aviation 

Avn  Malnt 

Ferchek,  Gary  R. 

CPT 

Ft  Ord 

ORSA 

Signal 

Foley,  Mark 

CPT 

Ft  Bragg 

Force  Dev 

Infantry 

Hair,  Jesse  E. 
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APPENDIX  M 


ABBREVIATIONS  AND  GLOSSARY 


AD  - Air  Defense 

ADMINCEN  - US  Army  Administration  Center 

AFEES  - Armed  Forces  Entrance  and  Examining  Station 

AG  - Adjutant  General  Corps 

AIT  - Advanced  Individual  Training 

AR  - Armor 

ARTEPS  - Army  Training  and  Evaluation  Program 
ASA  - US  Army  Security  Agency 

BAD  - Basic  Allowance  for  Quarters. 

BCT  - Basic  Combat  Training 

BIET  - Basic  Initial  entrance  training 

BT  - Basic  Training 

C&GSC  - Command  and  General  Staff  College 

CE  - Combat  Engineer 

CED  - Combat  Exclusion  Definition 

C01  - Course  of  Instruction 

COLA  - Cost  of  Living  Allowance 

CONUS  - Continental  United  States 

CM  - Chemical  Corps 

CMF  - Career  Management  Field 

EN  - Engineer 

EHITA  - Evaluation  of  Women  In  the  Army 

FA  - Field  Artillery 

FI  - Finance  Corps 

FORSCOM  - US  Army  Forces  Command 

HEL  - Human  Engineering  Laboratory,  US  Army 

IN  - Infantry 

IPR  - Interim  Progress  Report 

MC  - Medical  Corps 

Ml  - Military  Science 

MOOB  - Military  Occupational  Data  Bank 

MOS  - Military  Occupational  Specialty 

mp  - Military  Police 

MSC  - Medical  Service  Corps 

OBC  - Officer  Basic  Course 
OCS  - Officer  Candidate  School 
00  - Ordnance 
OUT  - On  the  dob  Training 


Above  Baseline  MOS  - Those  MOS  which  require  physical  capabilities 
beyond  that  necessary  to  accomplish  the  six  common  soldiering 
tasks  (add  above  parenthetical  list  of  soldier  tasks). 

Baseline  MOS  - Those  MOS  which  require  only  the  physical  capabilities 
v necessary  to  accomplish  the  six  common  soldiering  tasks  (B  km 

road  march,  entrenchment  dig,  75  meter  rush,  7b  meter  crawl,  lift 
and  camp  In  and  grenade  throw). 

Conclusion  - Interpretive  evaluation  of  findings  based  on  previous 
experience.  Independent  evaluator  may  come  to  different 
conclusions  based  on  the  same  set  of  findings. 

Fact  - A clear  and' concise  descriptive  observation  of  the  behavior  or 
presence  of  a natural,  man  or  man-machine  activity  or  Inactivity 
pertinent  to  the  evaluation. 

Finding  - Fact  derived  from  the  evaluation.  Independent  evaluators 
would  agree  on  findings  without  change. 

Fraternization  (traditional  definition)  - Related  to  relationships 
between  officers  and  enlisted  personnel. 

Fraternization  (current  definition)  - Encompasses  socialization, 
dating,  courting,  and  marriage. 

Median  - The  middle  datum  when  a set  of  data  is  arranged  In  order  of 
magnitude;  If  there  Is  no  middle  datun.  It  Is  the  mean  of  the 
middle  data. 

Nontradltional  MOS  - An  MOS  to  which  females  have  not  normally  been 
assigned  In  the  past,  such  as  truck  vehicle  mechanic,  heavy 
equipment  operator. 

Recommendation  - Proposals  and  counsel  to  the  decision  maker  based  on 
findings  and  conclusions  of  an  evaluation  seasoned  with 
experience  and  associated  bias. 


Sex  Fraternization  - Social  interactions,  real  or  perceived,  between 
male  and  female  service  members  that  promotes  individual  and/or 
group  animosity,  dissension,  or  antagonism. 

Sole  Parent  - An  Army  service  member  having  sole  physical 

responsibility  for  a dependent  child  without  another  adult  In 
residence. 
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Standard  Deviation  (statistical)  - A measure  of  the  dispersion  or 

variability  of  distribution;  an  indication  of  the  extent  to  which 
a number  of  individual  values  differ  from  the  mean  of  the  values. 
The  more  the  values  differ  from  the  mean,  the  greater  will  be  the 
standard  deviation. 

Traditional  MOS  - An  MOS  to  which  females  have  customarily  been 
assigned  in  the  past,  such  as  clerk  typist,  stenographer. 
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Health  Services  Command 
Fort  Sam  Houston,  TX 


Commander 
USAAOMINCEN 
ATTN:  ATZI-AG-ALB 
Fort  Harrison,  IN  46216 


Superintendent 
Academy  of  Health  Sciences 
ATTN:  HSA-COC 
Fort  Sam  Houston,  TX 


Commander 
1 USAAOMINCEN 
ATTN:  ATZI-CD 
Fort  Harrison,  IN  46216 


Commandant 

Defense  Information  School 
Fort  Harrison,  IN  46216 


Director 

Defense  Race  Relations 
Institute 

Patrick  AFB,  FL  32925 


Commander 

USAAOMINCEN 

ATTN:  ATZI-E 

Fort  Harrison,  IN  46216 

Commander 

USAAOMINCEN 

ATTN:  ATZI-SP 

Fort  Harrison,  IN  46216 


Commander 
English  L 
Lackland  i 


ie  Center 
X 78236 


Commander 

US  Army  Engineer  School 
ATTN:  ATSE-CTD-DFTL 
Fort  Bel  voir,  VA  22060 

Commander 

US  Army  Field  Artillery  School 
ATTN:  ATSF-AC 
Fort  Sill,  OK  735U3 


Commander 

USAADMINCEN 

ATTN:  ATZI-TD 

Fort  Harrison,  IN  46216 


Commander 

US  Armed  Forces  Staff  College 
Norfolk,  VA  23511 


Commandant 
US  Army  Armor  School 
ATTN:  ATSB-TO-TDR 
Fort  Knox,  KY  40121 


D1 rector  1 

US  Army  Human  Engineering 
Laboratory 
ATTN:  DRXHE 

Aberdeen  Proving  Grounds,  MD  21005 

Commandant  1 

US  Army  Institute 
for  Military  Assistance 
Fort  Bragg,  NC  28307 

Commander  3 

US  Army  Infantry  Center 
ATTN:  ATSH-I-U-D 
Fort  Bennlng,  GA  31805 

Commander  1 

US  Army  Intelligence  Center 
ATTN:  UOC-TL 
Fort  Huachuca,  AZ  85613 

Commandant  1 

US  Army  Intelligence  School 
Fort  Devens,  MA  11433 


Commander 

US  Army  Aviation  School 

ATTN:  ATZO-DT 

Fort  Rucker,  AL  36362 


Commandant 

US  Army  Chaplain  Center 
and  School 

Fort  Wadsworth,  NY  10305 


Commander 

US  Army  Combat  Developments 
Experimentation  Command 
Fort  Ord,  CA  93941 


Commander 

US  Army  Combined  Army  Combat 
Developments  Activity 
Fort  Leavenworth,  KS  66U27 

Commandant 
US  Army  Command  and 
General  Staff  College 
Fort  Leavenworth,  KS  66U27 


Commandant 
USALOGCEN 
ATTN:  ATCL-AO 
Fort  Lee,  VA  238u3 


Commandant 

USAE  School  of  Music 

Norfolk,  VA  23521 


Commander 

USAMEDDAC 

ATTN:  ATZI-MD-MC 

Fort  Harrison,  IN  46216 


Commandant  1 

US  Army  Military  Police  School 
ATTN:  ATSU-th-TL 
Fort  McCle  , AL  362U1 

Commandant  1 

US  Army  Missile  and  Munitions 
Center 

ATTN:  ATSK-TD-CD-M 
Redstone  Arsenal,  AL  35809 

Commander  1 

US  Army  Military 
Preparatory  Academy 
Fort  Monmouth,  NJ  U7703 

Superintendent  1 

US  Army  Military  Academy 
West  Point,  NY 

Commandant  1 

US  Naval  Academy 
Annapolis,  MD 

Commandant  1 

US  Air  Force  Academy 
Colorado  Springs,  CO 

Commandant  1 

US  Army  Coast  Guard  Academy 
New  London,  CT 

Chief  of  Personnel  1 

US  Merchant  Marine  Academy 
Kings  Point,  NY  11324 

Commandant  1 

US  Army  Ordnance  a Chemical 
Corps  School 
ATTN:  ATSL-CTD-DT 
Aberdeen  Proving  Grounds,  MD  2100S 


Commander  1 

US  Army  Organizational 
Effectiveness  Training  Center 
Fort  Ord,  CA  93941 

Commander  1 

USA  OTEA 

ATTN:  CSTE-P 

5bOO  Columbia  Pike 

Falls  Church,  VA  22041 

Commander  1 

US  Army  Quartermaster  School 
ATTN:  ATSM-CTD-TL 
Fort  Lee.  VA  23801 

Commander  1 

US  Army  Recruiting  Command 
Fort  Sheridan,  IL  60037 


Commander 

US  Army  Research  Institute 
ATTN:  PERI-M 
5001  Elsenhower  Ave 
Alexandria,  VA  22333 

Commander 

USARIEM 

Natick,  MA  01760 

Commandant 
US  Army  SGM  Academy 
Fort  Bliss,  TX  79916 

Commandant 

US  Army  Signal  School 
ATTN:  ATSU-CTD-LT 
Fort  Gordon,  GA  30905 

Commander 

US  Army  Training  Center 
Fort  Dlx,  NJ  06640 


Commander 

US  Anay  Training  Center 
Fort  Jackson,  SC  29207 

Commander 

US  Army  Training  Center 
Fort  Leonard  Wood,  MO  65473 

Commandant 

US  Army  Transportation  School 
ATTN:  ATSP-CTD-DT 
Fort  Eustls,  VA  23604 

Commandant 
US  Army  War  College 
Carlisle  Barracks,  PA  17013 

Commander 

US  Army  First  ROTC  Region 
Fort  Bragg,  NC  28307 

Commander 

US  A nay  Second  ROTC  Region 
Fort  Knox,  KY  40121 

Commander 

US  A nay  Third  ROTC  Region 
Fort  Riley,  KS  66442 

Commander 

US  Anay  Fourth  ROTC  Region 
Fort  Lewis,  WA  98433 


Commander 
8th  US  Anay 
ATTN:  CofS 
APO  SF 


Commander 
SETAF 
APO  NY 


Commander 
V Corps 
APO  NY 


1 Commander 
21st  SUPCOM 
APO  NY  09227 


1 Commander 

1st  Armored  Division 
APO  NY 


1 Commander 

1st  Infantry  01 vision 
Fort  R11*y,  KS  66442 

3 Commander 

2d  Infantry  Olvlslon 
APO  San  Francisco 

Commander 

3 3d  Armored  Division 
APO  NY 


Hg,  US  Coast  Guard 
Chief,  Office  of  Personnel 
ATTN:  G-PMR/62 
Washington,  DC  20590 

HO.  US  Marine  Corps 
ATTN:  MPP-Rm  4301 
Washington,  DC  20310 

HO,  Dept  of  Navy 
Bureau  of  Naval  Personnel 
ATTN:  PERS-2B 
Washington,  OC  20370 


Commander 

1 3d  Infantry  Division 
APO  NY 


Commander 

5th  Infantry  Division 
Fort  Polk,  LA 


Commander 

4th  Infantry  Division 
Fort  Carson,  CO 

Commander 

7th  Infantry  Division 
Fort  Ord,  CA  93941 

Commander 

dth  Infantry  Division 
APO  NY 

Commander 

9th  Infantry  Division 
Fort  Lewis,  HA 

Commander 

24th  Infantry  Division 
Fort  Stewart,  <iA 

Commander 

25th  Infantry  Division 
Schofield  Barracks,  Ml 

Commander 

82d  Infantry  Division 
Fort  Bragg,  NC  28307 

Commander 

lolst  Division  (AASLT) 

ATTN:  G-3-DPT 
Fort  Campbell,  KY 

Commander 
56th  FA  Bde 
APO  NY 

Commander 

2d  Armored  Cavalry  Regiment 
APO  NY 


I Commander 

172d  Infantry  Brigade 

ATTN:  DPCA 

Fort  Richardson,  AK 

1 

Commander 

193d  Infantry  Brigade 
Fort  Amador,  CZ 

1 

MS  Nancy  Goldman 
1335  Astor  Street 
^ Chicago,  1L  6061u 

Mrs.  Ceclle  Landrum 
HQ.  Dept  of  the  USAF 
Washington,  DC 

1 

Or.  Edith  Seashore 
National  Training  Lab  Inst 
Washington,  DC 

1 

Major  W.  J.  Chantelau 
US  Army  Combined  Arms  Dev  Ctr 
ATTN:  ATCALOT 

1 Fort  Leavenworth,  KS  66027 

Captain  G.  Harris 
US  Army  Logistical  Center 
1 ATTN:  ATCL-AO 

Fort  Lee,  VA  23803 

LTC  A.  J.  Stuart  HI 
MILPERCEN 

1 ATTN:  DAPC-MSF  UNO) 

2ou  Stovall  Street 
Alexandria,  VA  22331 

1 Colonel  F.  E.  Varljean 
HQ,  USAREUR 
OOCOPS-TRADOC/LNO 
APO  NY  09403 

EG  W.  F.  Ulmer,  Jr. 

ADC 

2d  Armored  01 vision 
Fort  Hood,  TX 


